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Executive summary 
 
The neXus2 research project has sought to investigate the library and information services (LIS) 
workforce in Australia, from the institutional or employer perspective.   The study builds on the 
neXus1 study, which collected data from individuals in the LIS workforce in order to present a 
snapshot of the profession in 2006, highlighting the demographics, educational background and 
career details of library and information professionals in Australia (Hallam, 2008). To 
counterbalance this individual perspective, library institutions were invited to participate in a 
survey to contribute further data as employers.   This final report on the neXus2 project 
compares the findings from the different library sectors, ie academic libraries, TAFE libraries, the 
National and State libraries, public libraries, special libraries and school libraries.   
 
The research instrument was developed as four separate questionnaires to collect data on 
organisation-specific statistics about the number and types of staff employed; on recruitment 
and retention policies and practices; on staff development activities; and on succession 
planning.  The report therefore discusses the key findings relevant to the topics of the staffing 
structure of the library workforce, employment conditions, the aging of the workforce and 
retirement issues, recruitment and retention issues, staff development as well as promotion and 
advancement and succession planning.  Respondents’ views on the current supply and demand 
for library professionals and on LIS education are also explored. 
 
The information is reviewed from a range of perspectives, to develop a rich picture of the LIS  
workforce in Australia, and to consider how this compares and contrasts within the different 
industry sectors. In terms of the number of employees in the workforce, which comprises 
professional LIS, paraprofessional LIS and non-LIS staff, the members of the National and State 
Libraries of Australasia (NSLA) and academic libraries are generally representative of the 
category of larger libraries, with staffing patterns that reflected this situation.   However, even in 
the larger libraries, it was noteworthy that there was considerable diversity in terms of 
employment practice, with a spread of responses across the different groupings of staff 
numbers, whether permanent, part-time or temporary/casual staff.  In terms of the age of staff, 
there was also a diverse range of responses across the different age groupings, in all LIS sectors.  
In three quarters of the respondent libraries, less than half of the professional LIS staff were 
aged under 45 years, although a small number did report having more than 90% of their 
professional staff in this younger demographic group. Paraprofessional staff tended to have a 
younger profile: about half the respondents indicated that less than 10% of their 
paraprofessional workforce was aged over 55 years.  Some institutions had, however, seen a 
considerable number of retirements in the previous five year period, with a pattern of staff 
retiring early.   
 
The majority of respondents were concerned that salaries in the LIS sector were not  really 
competitive.  Respondents from the TAFE and special library sectors were more satisfied with 
salary levels than the other sectors.  However, it was found that the employment conditions for 
staff were good, with academic libraries offering many positive dimensions, so that professional 
staff were regarded as being highly motivated and performing good quality work, with a high 
level of job satisfaction.  
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Nevertheless there was evidence of staff turnover, especially in the larger libraries, with some 
institutions losing more than 11 professional staff in the past year.  This meant that there was 
also the potential for strong staff recruitment activities, although new LIS graduates were not in 
high demand.  A good proportion of new recruits were in the age bracket 36-45 years.  In a 
competitive recruitment market, academic libraries were actually well positioned with the 
ability to offer a range of incentives beyond just the salary to attract new staff.  However, the 
geographic location of some of the academic and public libraries was perceived as a significant 
restraining factor in recruitment.  Relocation to another geographical area was reported to be 
one of the main reasons for staff leaving the organisation.  
 
While employers saw promotion to a higher level position to be the main reason for staff 
moving on, they also felt that people stayed because they liked their current job, the workplace 
and the people they worked with.  On the other hand, a good number of individuals in the 
neXus1 study indicated that they were actually intending to leave, but had not yet had the right 
opportunity.  However, there was a positive feeling about the opportunities for promotion, to 
indicate that they were indeed better than they were five years ago.  Low levels of turnover 
were seen to be a major factor limiting promotional opportunities in many libraries.   
 
It was felt that, generally, the need for professional, paraprofessional and non-LIS staff had 
increased over the past five years, yet it had also become more difficult to effectively recruit 
new staff.  Respondents pointed to a poor pool of qualified and interested candidates, which 
could be associated with competition from other areas of the labour market.  Issues of 
inadequate remuneration and concerns about LIS education also featured. 
 
Employers indicated very clearly that they had expectations for candidates to demonstrate a 
high level of professional, personal and interpersonal skills, but the reality of the candidates 
applying for jobs was disappointing, including in the areas of communication skills and  the 
ability to handle both a heavy workload and a changing service environment.  Views on 
candidates’ technology skills varied: academic respondents reported greater satisfaction in this 
dimension, compared with other cohorts of respondents.  Respondents were ambivalent about 
the quality of LIS education: it was felt that there had not been any dramatic improvement or 
reduction in the quality of the programs offered over the past five years.  However, it was found 
that very few institutions contributed directly to the development of the academic courses 
themselves.  It was agreed that there was value in having new graduate or internship programs 
in libraries, but only a small percentage actually offered such programs. 
 
One significant issue was the overlap between professional and paraprofessional appointments, 
with some employers agreeing that they would appoint both paraprofessional candidates to 
professional positions and professional candidates to paraprofessional positions. This finding, 
where there is in practice a lack of distinction between higher education and vocational 
pathways, raises a number of serious issues associated with the concept of ‘professionalism’ in 
the library sector.   
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In the area of staff development, there was a wide range of policy and practice.  Staff 
development was acknowledged to be a critical issue in most institutions, but the amount of 
money, as a quantum of the payroll, and staff time dedicated to continuing professional 
development varied considerably.  Discrepancies were also noted in the views presented about 
the extent to which staff required ongoing training to meet the needs of the organisation, and 
the percentages of different groups of staff actually attending development activities. 
 
Few libraries already had a succession plan in place, although there were reports of institutions 
moving in this direction.  This was seen to be in response to the fact that there was a strong 
feeling that it would be difficult to replace the leadership qualities of senior staff leaving the 
organisation and a degree of dissatisfaction with the pool of staff who could potentially move 
into these senior roles. 
 
The neXus2 research project has been an extensive study.  The current report presents a 
considerable amount of data to provide insights into workforce policy and practice across the LIS 
profession as a whole, as well as the similarities and differences to be noted between the 
distinctive areas of LIS practice (public, NSLA, academic, TAFE, special and school library sectors), 
with diverse trends across larger and smaller libraries.  The report seeks to stimulate discussion 
within the profession, providing a bank of data which institutions can draw upon to develop 
evidence-based decisions for the future. 
 
The research team gratefully acknowledges the financial support for the neXus2 study provided 
by the Australian Library and Information Association (ALIA) and the consortium of National and 
State Libraries of Australasia (NSLA).
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1.0 Introduction 
 
In recent years in Australia, as in many other Western countries, workforce planning has 
become an increasingly important issue for the library and information services (LIS) sector.  At 
the Library of the 21
st
 Century Symposium hosted by the State Library of Victoria in March 
2006, Dr Vicki Williamson challenged the LIS profession to boldly face the future: “For those of 
us left in the profession, collaborative research and development is the key to our future. 
Workforce analysis, especially around public library and academic library personnel, is needed. 
We also need to undertake a current workforce skills audit and plan recruitment and education 
strategies for the library workforce of the 21
st
 century” (Williamson, 2006).   The State Library 
of Victoria, in conjunction with the Victorian public library network, commissioned the 
Workplace Research Centre to undertake an exploratory study to identify key issues that 
impacted on recruitment and retention of staff in the public library sector in Victoria. Full 
details of the research project, with recommendations for future workforce strategies for 
Victorian public libraries, are published in the report Workforce sustainability and leadership: 
Survey, analysis and planning for Victorian public libraries (Considine, Jakubauskas & Oliver, 
2008).   
 
Beyond the state of Victoria, however, a national industry study has been conducted.  The 
national study adopted the working title of neXus, in order to focus on the fundamental belief 
that there was a nexus, a deep connection, or arguably a series of connections, between 
education, curriculum, recruitment, retention, training and development that was necessary to 
sustain and develop the LIS workforce in Australia.  Stage 1 of the neXus project sought to 
collect data that would, as well as presenting a snapshot of the profession itself, begin to 
inform the profession about the issues it faced in terms of workforce planning.  A major survey 
instrument was developed to collect the data about the demographics, educational 
background and career details of the LIS profession in Australia in 2006.  During the course of 
2007, the neXus1 findings were presented to a number of industry groups, on a sectorial or 
geographical basis, culminating in a final report (Hallam, 2008).  
 
Stage 2 of the neXus project commenced in early 2008, following a preliminary pilot study 
completed with the academic library members of the CAVAL consortium.  Support for neXus2 
was offered by both ALIA and the consortium of National and State Libraries of Australasia 
(NSLA), as well as several groups of university libraries, for example the Libraries of the 
Australian Technology Network (LATN), the Western Australian Group of University Librarians 
(WAGUL) and Queensland University Libraries Office of Cooperation (QULOC).  The overall aim 
of neXus2 was to help the LIS sector better understand the diverse issues that impact on the 
recruitment and retention and the training and development of library staff.  This study 
therefore considered the institutional or employer perspectives, rather than the individual or 
employee perspectives which were the focus of neXus1.   A number of the questions correlate 
with those used in Canada to investigate similar workforce issues. Acknowledgement is made 
to the ‘8Rs’ research team (Ingles, De Long, Humphrey and Sivak, 2005) for their support. 
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2.0 Research goals 
 
Following on from neXus1, there was considerable interest in the LIS sector for an extension of 
the project to examine the institutional perspective in the area of workforce planning.  
Specifically, the neXus2 research project was developed examine recruitment, retention and 
staff development activities.  The agreed research objectives were to: 
 
• Develop a research instrument to collect data on current policies, practices and 
processes in individual institutions 
• Develop, test  and release the online questionnaire 
• Correspond with key stakeholders to invite and encourage participation in the 
survey 
• Undertake the preliminary analysis of the data collected 
• Conduct the comparative interpretation of the data collected to identify key 
measurement  points in order to potentially establish benchmark levels of practice 
and  processes 
• Prepare a final report to present a full discussion of the findings and 
recommendations to key stakeholders. 
 
The present report presents the research findings, focusing specifically on the data for all 
respondents, as well as the cohorts of NSLA members, public, TAFE, academic, special and 
school libraries. 
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3.0 Research methodology 
 
The research approach for neXus2 required the active participation of library management in 
order to obtain data at the organisational level.  While neXus1 sought respondents via the 
general LIS e-lists, a more targeted approach was used in neXus2, with the invitation to 
participate distributed through coordinating agencies such as NSLA, Public Libraries Australia 
(PLA), the Australian Law Librarians’ Association (ALLA), the Australian Government Libraries 
Information Network (AGLIN) and Health Libraries Australia (HLA), or directly to the university 
librarian or chief executive officer of large libraries.  An extensive online survey was made 
available to respondents from late March to mid April 2008, with some late submissions 
received at the end of April.  One single response was to be submitted by each organisation 
that participated in the research, with the institutional data compiled by representatives of the 
senior management team or human resources/staff development personnel.  Importantly, the 
project is aligned with similar international studies, which will allow the data collected to be 
compared and contrasted with LIS workforce policy and practice across several different 
countries.  
 
The neXus2 survey involved four separate questionnaires, to collect data on organisation-
specific statistics about the number and types of staff; on recruitment and retention policies 
and practices; on staff development activities; and on succession planning.  In the invitation to 
participate, respondents were asked to request a Survey Identification Code as the first step.  
This allowed the research team to manage the different parts of the survey and correctly link 
each submission to the relevant institution. The survey could be printed as work sheets to 
collect and collate the data offline, prior to entering the data online as part of the survey 
submission process.  Senior management of the library organisations were encouraged to use 
the project as an opportunity for discussion and reflection on professional issues within their 
own organisation. Importantly, the rich qualitative information provided in response to some 
of the questions is of significant value for the profession at large. 
 
A total of 191 institutions requested the Survey Identification Code, although there were a few 
instances of initial duplication by staff at the same institution. While the survey was open, 
there was regular and open correspondence with many of the potential respondents, 
principally to provide some latitude with deadlines, given the complexity of the data collection.  
A number of people did contact the research team to indicate that the task was more 
demanding than they had anticipated, that there were significant reasons that restricted the 
opportunity to collect the data (eg library relocation; overseas travel etc), or that the staff were 
already stretched and stressed, so that ultimately it was decided that the institution would not 
to participate in the project.  
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4.0 Research findings 
 
The final number of respondents was 101, with 82% completing all four parts of the survey.  10 
respondents submitted only one questionnaire, two respondents submitted two 
questionnaires, while seven respondents submitted three of the four parts.  Of the 101 
respondents, five of the respondents represented the National Library of Australian and four of 
the State and Territory Libraries; 22 were public libraries; 20 were university libraries; eight 
were libraries in colleges of Technical and Further Education (TAFE).  There were also 34 special 
library respondents drawn from the legal sector (10), Federal government (10), State and 
Territory government (6), the health sector (7) and the corporate sector (1).  In addition, there 
were 11 school libraries, with 2 government schools and 9 private schools responding.  The 
National and State/Territory libraries are members of the consortium of National and State 
Libraries Australasia (NSLA).  The data for these institutions has been aggregated and is 
presented as ‘NSLA’ responses.   
 
In this report, a comparative analysis of the neXus2 information is presented, with the different 
views of the data collected to reflect the diverse sectors of the LIS profession: 
 
• All respondents  
ie all LIS sectors including National and State libraries, public libraries, TAFE libraries, 
special libraries, school libraries and academic libraries (n=101). 
• NSLA members 
ie respondents from the National, State and Territory libraries (n=5 ) 
• Public libraries 
ie respondents from the public library sector (n=22 )  
• Academic libraries 
ie all respondents from the academic library sector (n=20) 
• TAFE libraries 
ie respondents representing libraries in TAFE colleges (n=8 ) 
• Special libraries 
ie respondents in the corporate and government sectors, including law, health (n=34) 
• School libraries 
ie respondents representing private and state school libraries (n=11). 
 
It should be noted that, in the presentation of the data in the tables, null responses have in 
most cases been ignored, so that the percentages provided do not necessarily add up to 100.  
 
An overview of the respondents by sector is presented graphically in Figure 1.  About one third 
of all respondents were drawn from the special library sector, with sub groupings of Federal 
and State/Territory special libraries, law libraries and health libraries.  Public libraries 
represented 22% and academic libraries 20% of all respondents. 
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Figure 1:  All respondents by LIS sector 
 
The overall distribution of institutional respondents by sector in neXus2 reflected the 
distribution of the individual respondents in neXus1, although it should be noted that there 
was a higher proportion of special library respondents in neXus2 (Table 1). 
 
Table 1:  Distribution of respondents by sector, neXus1 and neXus2 
 
Sector neXus1 neXus2 
Public libraries 23% 22% 
NSLA 6% 5% 
Academic libraries 25% 20% 
TAFE libraries 5% 8% 
Special libraries 21% 34% 
School libraries 8% 11% 
 
 
While respondents were located in all States and Territories, the distribution was uneven.  A 
good number of returns were posted by library managers in New South Wales representing 
28% of the responses received, with Queensland and Victoria both recording 21% (Figure 2).  
70% of all respondents were therefore drawn from these three States.  Within specific sectors 
of the profession, encouragement was given to potential research participants to participate in 
the research, for example through the network of public libraries in both Victoria and New 
South Wales.  This resulted in strong numbers of survey responses submitted for those cohorts, 
so that of all public library respondents, 45% were located in Victoria and 36% in New South 
Wales.  Other States were less engaged in the project, as for example Tasmania, with only one 
response, although it is acknowledged that the library sector in Tasmania is dominated by a 
small number of major employers.   It was felt, however, that the similarities and differences 
were generally more meaningful when viewed by sector (eg public, academic and special 
library sectors) or indeed by size of library service, rather than by geographic region per se. 
Fed 
Govt Law Health State 
Govt 
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Figure 2:  All respondents by State and Territory 
 
A comparison between the geographic distribution of respondents for neXus1 (the individual 
study) and neXus2 (the institutional study) shows relative similarities (Table 2), and is generally 
comparable with the demographic data presented by the Australian Bureau of Statistics (ABS, 
2008).   
 
Table 2:  Respondents by State/Territory, neXus1, neXus2 and ABS (2008) data 
 
State / 
Territory 
neXus1: 
all 
respondents 
neXus2: 
all 
respondents 
ABS 
Est. 
resident 
population 
VIC 24% 21% 25% 
NSW 22% 28% 33% 
QLD 16% 21% 20% 
WA 13% 9% 10% 
SA 8% 6% 8% 
ACT 7% 13% 2% 
TAS 5% 1% 2% 
NT 3% 3% 1% 
 
 
It was noted that while the figure for the Australian Capital Territory was comparatively high at 
13%, this reflected the interest amongst library managers with the AGLIN consortium to 
capture data relevant to their membership.  This meant that 35% of all special library 
respondents were based in the Australian Capital Territory. Respondents from the school 
library sector were restricted to Queensland (45%), New South Wales (27%) and Victoria (18%).  
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4.1 Staffing statistics 
 
A number of questions were asked about the staffing profile of the institution, encompassing 
professional staff, paraprofessional staff and non-LIS staff, viewed from the perspectives of 
their employment as full-time, part-time, or temporary/casual/contract. 
 
4.1.1 Full-time equivalent (FTE) staff numbers 
 
Respondents were initially asked to provide details of their overall staff numbers, expressed as 
full-time equivalent (FTE) as at 1 January 2008.  Of all respondents, about one half fell into the 
category of ‘small libraries’, with 20 or less staff, principally reflecting special and school 
libraries, while a further quarter were ‘medium-sized libraries’ with 21-50 staff, predominantly 
public libraries, and a quarter were ‘large libraries’ with 51 or more staff, with strong 
representation from the academic and NSLA libraries.  The distribution of all respondents by 
size of library is presented in Figure 3.    
 
 
 
 
 
Figure 3: All respondents by number of full-time equivalent (FTE) employees 
 
 
60% of all academic libraries had more than 101 FTE staff, representing two thirds of all the 
respondents in this category of ‘large’ libraries, with, naturally enough, all NSLA members 
representing the other main group of ‘large’ libraries (Figure 4). 
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Figure 4:  Libraries with 101 and over FTE, all respondents 
 
It was found that 37% of all respondents had a staff of fewer than ten FTE. The special and 
school library sectors were the most highly representative of this category, with 91% of school 
libraries and 73% of special libraries.  78% of public libraries reported having between 11 and 
50 staff, with 14% falling into the category of 51-100 FTE staff.  10% of public library 
institutions had less than ten staff. 
 
Respondents were also asked if their institutions utilised volunteers, with 40% indicating that 
they did and 60% did not.  100% of NSLA members and 80% of public libraries had volunteers 
working in the library, which compared with only 15% of all academic libraries, with the use of 
volunteers in academic libraries limited to those located in Queensland and Western Australia. 
There was considerable diversity of practice: some libraries counted the volunteer hours in 
tens, others in hundreds, with a few indicating thousands of hours of volunteer time.  At the 
high end of the scale, three of the NSLA respondents indicated that the number of volunteer 
hours was over 12,000 in 2007, with one respondent reporting 22,000 volunteer hours for the 
year. 
 
 
 4.1.2 Professional LIS staff 
 
The breakdown for professional LIS staff includes full-time, part-time, and casual, temporary or 
contract positions.  The data for professional LIS staff reflected the fact that, as noted, 
academic libraries and members of NSLA are generally in the category of ‘large’ libraries (Figure 
5 and Table 3), while the special and school library sectors were ‘small’ libraries. 
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Figure 5: Number of full-time permanent professional LIS staff, all respondents 
 
 
 
Table 3:  Number of full-time permanent professional LIS staff, by sector 
 
No of staff All 
respondents  NSLA  Public   University  TAFE  Special  School  
0 5% 0% 0% 0% 0% 12% 9% 
1-5 41% 0% 32% 0% 13% 68% 82% 
6-10 16% 0% 45% 5% 13% 9% 9% 
11-20 16% 0% 18% 25% 63% 6% 0% 
21-50 10% 20% 5% 40% 0% 0% 0% 
51-100 10% 80% 0% 20% 0% 6% 0% 
101 or more 1% 0% 0% 5% 0% 0% 0% 
 
 
 
It would appear that there was a good spread of part-time employment for LIS professionals 
(Table 4), especially in the NSLA and academic libraries, with 60% of NSLA member libraries 
having between 21 and 50 part-time permanent professional LIS staff. On the other hand, 60% 
of special library respondents reported that they had no part-time professional LIS staff. 
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Table 4:  Number of part-time permanent professional LIS staff, by sector 
 
No of staff All resp. NSLA  Public   University   TAFE    Special   School   
0 34% 0% 27% 5% 13% 59% 45% 
1-5 42% 0% 59% 35% 50% 38% 45% 
6-10 10% 0% 9% 25% 25% 3% 0% 
11-20 6% 40% 5% 10% 13% 0% 0% 
21-50 7% 60% 0% 20% 0% 0% 0% 
 
 
There was a variety of practice in terms of employing temporary, contract or casual 
professional LIS staff, with the employment practices again reflecting the fact that academic 
and NSLA libraries had a larger total staff, and school and special libraries being much smaller 
(Table 5).   
 
Table 5: Number of temporary/contract/casual professional LIS staff, by sector 
 
No of staff  All resp. NSLA  Public  University  TAFE  Special  School  
0 46% 20% 45% 15% 25% 53% 100% 
1-5 40% 20% 41% 50% 75% 41% 0% 
6-10 7% 40% 9% 5% 0% 6% 0% 
11-20 6% 20% 5% 20% 0% 0% 0% 
21-50 1% 0% 0% 5% 0% 0% 0% 
 
 
The geographical factor could be noted in this context: casual or contract professional were 
only noted in three States: Victoria, Queensland and New South Wales (Figure 6), which indeed 
had the highest proportion of responses to the survey. 
 
 
 
 
 
Figure 6: Temporary/contract/casual professional LIS staff, by State 
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4.1.3 Paraprofessional LIS staff 
 
In terms of paraprofessional staff, the same breakdown was sought to consider full-time, part-
time and temporary, contract or casual positions.  It was noted by some respondents that in 
practice, the term ‘paraprofessional’ encompassed not only library technicians but also library 
assistants, who may or may not have formal academic qualifications, but may have obtained 
vocational certificates.   Comments indicated that extensive industry experience was seen to 
correlate with formal qualifications.  The data revealed that there was a considerable range of 
employment practices across the different sectors (Figure 7 and Table 6). 
 
 
 
 
Figure 7: Number of full-time permanent paraprofessional LIS staff, all respondents 
 
One academic respondent indicated that, at their institution, there were over 100 part-time 
paraprofessional staff; it was noted that this particular service was established as an integrated 
information service, rather than specifically a library service, so that some of the responses 
could note be compared directly. 
 
Table 6:  Number of full-time permanent paraprofessional LIS staff, by sector 
 
No of staff  All resp.  NSLA  Public   University   TAFE    Special   School   
0 28% 0% 9% 0% 13% 56% 45% 
1-5 34% 0% 41% 20% 38% 35% 55% 
6-10 12% 20% 32% 5% 25% 3% 0% 
11-20 12% 20% 14% 30% 13% 3% 0% 
21-50 9% 20% 5% 30% 13% 0% 0% 
51-100 3% 40% 0% 5% 0% 0% 0% 
101 or more 1% 0% 0% 5% 0% 0% 0% 
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28% of respondents indicated that there were no full-time permanent paraprofessional staff: 
while this tended to be in the special and school library sector, there were in fact also a couple 
of public and TAFE libraries in this category. 
 
The opportunities for part-time permanent paraprofessional LIS staff were less common than 
for professional LIS staff (Table 7), with 43% of respondents stating that they had no positions.  
70% of academic respondents reported having fewer than five staff in this category, while 25% 
recorded a far higher number of 21-50.  University libraries were consequently the principal 
group to offer a good number of positions in this category.  It was interesting to note that the 
NSLA members all had fewer than ten part-time permanent paraprofessional LIS staff. 
 
Table 7: Number of part-time permanent paraprofessional LIS staff, by sector  
 
No of staff  All resp.  NSLA  Public   University   TAFE    Special   School   
0 43% 0% 14% 15% 38% 71% 82% 
1-5 39% 40% 50% 55% 63% 24% 18% 
6-10 8% 60% 23% 0% 0% 0% 0% 
11-20 1% 0% 5% 0% 0% 0% 0% 
21-50 6% 0% 5% 25% 0% 0% 0% 
 
 
In terms of paraprofessional staff employed on a temporary, contract or casual basis, the 
numbers of staff tended to be fairly low, with fewer than 5 positions (Table 8).  NSLA members 
recorded the highest figure, with 20% employing 11-20 non-permanent staff.  While 10% of 
academic libraries recorded figures of 21-50 non-permanent staff, a further 15% indicated that 
they were unsure of the situation in their own institution.  
 
Table 8: Number of temporary/contract/casual paraprofessional LIS staff, by sector 
 
 
 
 
 
 
 
 
 
 
 
4.1.4 Non-LIS staff 
 
There is considerable anecdotal evidence within the LIS sector to suggest that employers are 
looking beyond the traditional LIS qualifications when recruiting staff.  A series of questions 
targeted employment practices within the institutions to gather data about the extent to which 
there were non-LIS staff, as well as the range of disciplines that they might be drawn from.   It 
No of staff All resp.  NSLA  Public  University  TAFE  Special  School  
0 58% 40% 50% 35% 50% 68% 100% 
1-5 31% 20% 36% 35% 50% 32% 0% 
6-10 4% 20% 14% 0% 0% 0% 0% 
11-20 2% 20% 0% 5% 0% 0% 0% 
21-50 2% 0% 0% 10% 0% 0% 0% 
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was found that there was considerable variety in this area:  special and school libraries were 
the least likely to employ non-LIS staff, while NSLA and academic libraries were the major 
employer areas.  The employment of non-LIS staff was more prevalent in the larger libraries 
than in smaller institutions, as illustrated by all respondents; only 10% of academic libraries 
indicated that they did not employ any non-LIS staff, compared with more than half of the 
special and school libraries (Figure 8 and Table 9). 
 
 
 
 
Figure 8: Number of non-LIS staff, all respondents 
 
 
Table 9: Number of non-LIS staff, by sector 
 
No of staff All resp.  NSLA  Public  University  TAFE  Special  School  
0 32% 0% 18% 10% 38% 50% 55% 
1-5 35% 0% 55% 20% 50% 32% 36% 
6-10 10% 0% 14% 15% 0% 12% 0% 
11-20 9% 20% 9% 25% 0% 3% 0% 
21-50 3% 20% 5% 0% 0% 0% 0% 
51-100 1% 0% 0% 5% 0% 0% 0% 
101 or more 8% 40% 0% 15% 13% 3% 9% 
Unsure 2% 20% 0% 5% 0% 0% 0% 
 
 
The most common discipline areas represented were similar across all academic library 
respondents, with IT/Systems, web design, finance and management featuring strongly  
(Table 10). 
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Table 10: Discipline areas represented by non-LIS staff, by sector 
 
Disciplines All resp.  NSLA  Public   University   TAFE    Special   School   
IT/Systems 36% 100% 23% 80% 25% 18% 9% 
Web design 24% 100% 14% 60% 0% 9% 0% 
Finance 23% 100% 9% 50% 13% 9% 9% 
Management 22% 80% 18% 45% 13% 6% 9% 
Marketing 15% 80% 18% 15% 13% 3% 9% 
Graphic design 12% 80% 9% 20% 0% 3% 0% 
Human information behaviour 9% 40% 5% 15% 0% 6% 9% 
Educational technology 8% 40% 5% 10% 13% 0% 9% 
 
 
The majority of non-LIS staff were employed in a full-time capacity, as reported by 100% of 
NSLA respondents and 85% of academic library respondents.  Part-time employment was, 
however, more common in public libraries and school libraries, while 25% of TAFE libraries 
reported that these positions would be temporary or contract. 
 
 
4.1.5 Diversity in the workforce 
 
In terms of the gender ratio in the library workforce, the neXus2 survey revealed that about a 
quarter of respondents, primarily special (38%) and school libraries (64%), indicated that 96%-
100% of their institution’s staff were female.  82% of all organizations reported that the 
percentage of female staff was over 70% (Table 11).   Male staff were more likely to be 
employed in academic and TAFE libraries, recording far lower (and potentially ‘more balanced’) 
ratios of around 50%-60% female staff. 
 
Table 11: Percentage of female staff employed, by sector 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Percentage 
female staff All resp. NSLA  Public   University   TAFE    Special   School   
50% or less 4% 0% 0% 0% 0% 6% 9% 
51%-55% 3% 0% 0% 5% 13% 3% 0% 
56%-60% 3% 0% 0% 10% 0% 0% 9% 
61%-65% 2% 0% 0% 5% 13% 0% 0% 
66%-70% 8% 20% 5% 10% 0% 9% 9% 
71%-75% 13% 60% 9% 20% 0% 12% 0% 
76%-80% 8% 0% 5% 10% 13% 12% 0% 
81%-85% 12% 0% 23% 25% 0% 6% 0% 
86%-90% 14% 20% 32% 0% 25% 12% 0% 
91%-95% 10% 0% 23% 10% 13% 3% 9% 
96%-100% 24% 0% 5% 5% 25% 38% 64% 
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20% of academic libraries were also unsure about the numbers of staff who had a disability.  
However, overall, 65% of academic libraries, compared with 45% of all respondents, employed 
staff with a disability.  NSLA members recorded the highest figures in this area. 
 
While staff with culturally or linguistically diverse (CALD) backgrounds were well represented in 
the larger libraries, with figures of over 11 CALD staff reported by NSLA (100%) and academic 
libraries (40%) there was still considerable uncertainty about the figures (25% of academic 
libraries were unsure of the data).   Three quarters of the schools sector reported that there 
were no CALD staff in the library, while 40% of the TAFE library respondents stated that there 
was just one single staff member.  It was found that some institutions had policies in place to 
encourage the employment of staff with CALD backgrounds (28% of all respondents, 43% of 
TAFE respondents and 35% of academic and special library respondents). 
 
Only 3% of all respondents, with 5% of academic respondents, reported having a significant 
number of staff (more than 11) with an Aboriginal or Torres Strait Islander background.  40% of 
academic libraries employed one or two staff, while 30% indicated that they were unsure 
about the figures for their institution.  NSLA libraries had the clearest pattern of employment, 
with a spread across one to four employees in this category, plus one response of more than 
11 employees.  Nevertheless, these figures support the argument that the Australian LIS 
profession remains a female dominated, predominantly Anglo-Saxon career. 
 
 
4.2 Employment conditions 
 
Questions in this section of the survey focused on remuneration and the quality of the work 
environment. 
 
 
4.2.1  Remuneration 
 
Respondents were asked about remuneration of staff, to determine the extent to which official 
salary scales were used.  Perhaps not unsurprisingly, the majority of respondents (94%) 
reported that an official salary scale was used, with 70% of all academic libraries linked to the 
Higher Education Worker (HEW) scales.  Local government awards featured for public libraries, 
while State and Territory institutions named their respective awards. 24% of all respondents 
reported having an Enterprise Agreement.  Amongst the academic libraries, there was one 
example of an Australian Workplace Agreement (AWA) in place. 
 
Respondents were asked to consider the competitiveness of salaries paid to professional LIS 
and paraprofessional LIS staff.   58% of all respondents disagreed or disagreed strongly that 
salaries were competitive, while 25% agreed that they were competitive (Figure 9).  87% of 
public library respondents felt salaries were uncompetitive.  The TAFE sector reported the 
highest level of satisfaction with professional salary levels, with almost two thirds agreeing that 
they were competitive.  Almost half of special library respondents were also satisfied with the 
situation.  12% of all respondents were neutral. 
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Figure 9: Professional LIS salaries are competitive, all respondents  
 
In the paraprofessional arena, almost half of all professionals felt that salaries were not 
competitive (Figure 7); this compared with the higher figure of 80% of NSLA members, 70% of 
public libraries and 60% for academic library respondents.  Again the TAFE library (38%) and 
special library (36%) sectors expressed the greatest level of satisfaction with paraprofessional 
salaries. 20% of all respondents remained neutral on the issue. 
 
 
 
 
Figure 10: Paraprofessional LIS salaries are competitive, all respondents 
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It is generally accepted that a large proportion of a library’s financial resources is allocated to 
staff salaries.  The distribution of responses indicated that about half of all respondents 
allocated more than 51% of the budget to salaries (Figure 11).   
 
 
 
Figure 11: Proportion of total budget allocated to staff salaries, all respondents 
 
 
Acquisition and subscription costs tend to be higher in NSLA than in public libraries; it was 
interesting to note that the budget allocation of 82% of public libraries was over 51%, 
compared with only 20% of NSLA members.  The majority of NSLA members indicated that the 
budget allocation for staff was in the range of 31%-50%.  However, all TAFE library respondents 
reported that the budget allocation for staff was over 51%.  A small number (6%) of special 
libraries (ie government and private law libraries) highlighted the fact that less than 30% of 
their budget was spent on salaries.  
 
 
4.2.2 The work environment 
 
The survey included a series of statements which sought to capture views about the work 
environment in libraries today.  Table 12 presents the aggregated data for the ‘agreed’ and 
‘strongly agreed’ for each cohort of respondents covered in this report.  The data collected 
highlights the positive dimensions of employment in the library, specifically the academic library 
sector.   Lower levels of satisfaction were recorded in the NSLA responses, with concerns about 
absentee rates and, to a certain extent, the motivation of staff and quality of work produced.  
These respondents also felt there was scope for increased turnover amongst staff, with 80% 
disagreeing with the statement that turnover rates were too low.  Concerns about low turnover 
are often related to the issues associated with a very stable, long-serving workforce, which can 
potentially reduce the opportunities for ‘flexible and nimble’ staff who are able to be creative, 
innovative and responsive to change.   
 
We have an aging workforce, with little incentive to look elsewhere or progress. In many 
ways it is too "comfortable" to move. 
 
It was acknowledged, however, that turnover could be a mixed blessing: 
 
There are staff in the organisation who leave that the organisation would like to retain 
and vice versa. 
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Table 12: Views about the work environment in libraries today, by sector 
 
 Statements All resp. NSLA Public University TAFE Special School 
The organisation promotes a culture of 
lifelong learning 
85% 60% 91% 85% 88% 76% 100% 
The organisation promotes a culture of trust 
and cooperation between staff and 
employers 
81% 80% 72% 95% 76% 80% 82% 
The organisation practices family-friendly 
procedures 
92% 100% 91% 100% 88% 94% 72% 
Absentee rates are not of great concern in 
our organisation 
62% 20% 68% 55% 76% 61% 63% 
The organisation involves professional LIS 
staff in most decisions that affect them 
directly 
79% 60% 87% 75% 75% 82% 72% 
The organisation involves professional LIS 
staff in most high-level organisational 
decisions 
49% 80% 45% 50% 25% 47% 53% 
Empowering professional staff is important 
to the organisation 
70% 80% 72% 75% 51% 68% 63% 
Female and male staff are treated equally 75% 100% 82% 95% 63% 67% 36% 
Most professional LIS staff perform quality 
work 
91% 60% 91% 95% 88% 91% 91% 
Most professional LIS staff are highly 
motivated 
83% 60% 81% 85% 88% 79% 91% 
Most professional LIS staff appear to be 
satisfied with their jobs 
84% 60% 78% 90% 88% 91% 73% 
Turnover rates in our organisation are too 
high  
11% 0% 14% 15% 0% 9% 18% 
Turnover rates in our organisation are too 
low 
34% 60% 41% 50% 38% 24% 9% 
 
 
Generally speaking, however, the LIS sector believed that organisations promoted a culture of 
lifelong learning, fostering trust and cooperation between management and staff, with family-
friendly work practices in place.   
 
 
4.3 Aging of the workforce / Retirement issues 
 
The survey sought to capture data to affirm or refute the perceptions prevalent in the LIS sector 
about the aging workforce.  The neXus1 study had investigated the issue from the perspective of 
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individual workers, presenting findings that the age profile was in fact younger than that 
presented by Australian Job Search (cited in Hallam, 2008). 
 
A comparison in the age demographics captured in the neXus census has been 
made with the data reported by the Australian Job Search (2006) which provides 
age-related statistical data for librarians and library technicians as separate 
cohorts.  The Australian Job Share data (2006) indicates that 24.7% of librarians 
are over 55 years and 65.1% are over 45 years old.  However, the data collected 
by the neXus  census gives a lower age demographic for librarians: it recorded 
that 16.1% of respondents with librarian qualifications fell into the category of 56 
years and over, while 49.9% of librarian respondents are 46 years and over.   
Hallam, 2008, p.15 
 
The topic of retirement is, of course, closely related to factors of age.  The neXus1  study 
examined the respondents’ views about the length of time until retirement, with information 
presented to the effect that, nationally, 32% planned to retire within the next 10 years (16% in 
the next 5 years); 39% planned to retire in the coming 11-20 years, and 31% planned to work for 
at least another 20 years (Hallam, 2008, p.79).  It was also found that the number of people 
reporting that they would retire within 10 years was considerably more than the number of 
people in the age demographic for ‘accepted’ retirement at 65 years. The findings indicated that 
a significant number of people who were currently younger than the ‘accepted’ retirement age 
would take early retirement: while 32% of neXus1 respondents planned to retire within 10 
years, the age demographics indicated that only 18% of respondents were over 56 years of age.  
 
The neXus1 data was collected, however, in late 2006.  New Federal superannuation laws were 
introduced in 2007, meaning that potential retirees were encouraged, through taxation benefits, 
to remain at work until at least 60 years of age.  In the second half of 2008, the global financial 
crisis has had a significant impact on the value of superannuation benefits, so that a high 
percentage of those hoping to retire in the near future will inevitably remain in the workforce 
for a longer period of time. 
 
The neXus2 study examined the workforce age and retirement issues from the perspective of 
organisational data. Respondents were asked to provide details of their staff (professional LIS, 
paraprofessional LIS and non-LIS) who fell into the age ranges of under 45 years, 45-55 years and 
over 55 years. 
 
 
4.3.1 Professional LIS staff 
 
Across the whole LIS profession, only one quarter of all respondents reported that more than 
half of their professional workforce was aged under 45 years; 11% reported that over 80% of the 
professional workforce fell into this ‘younger’ demographic.   18% indicated, however, that less 
than 10% of their professional staff were under 45 years (Figure 12).  In academic libraries, only 
10% of respondents had a workforce where more than half of the librarians were aged under 45 
years.   
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Figure 12: Percentage of professional LIS staff aged under 45 years, all respondents 
 
 
Of the 10% of all respondents who reported that over 90% of their staff were aged under 45 
years, there were a few special, school and public libraries (Figure 13). 
 
 
 
 
Figure 13: Respondents with 91%-100% staff aged under 45 years, by sector 
 
 
On the other hand, the 15% of respondents who reported having less than 10% of the 
professional workforce aged under 45 years, were distributed across the different types of 
libraries (Figure 14). 
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Figure 14: Respondents with 0%-10% staff aged under 45 years, by sector 
 
 
At the other end of the age scale, while 36% of all respondents had less than 10% of their 
professional staff aged over 55 years, 9% advised that more than 50% of their librarians were 
over 55 (Figure 15).   
 
 
 
 
Figure 15: Percentage of professional LIS staff aged over 55 years, all respondents 
  
 
Of those institutions with such high ratios of older staff, there was a spread across the different 
areas of library work, with the school library sector specifically highlighted as an area of concern 
(Figure 16).  
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Figure 16: Porportion of professional LIS staff aged over 55 years,  
all respondents and school library respondents 
 
Overall, the NSLA members were well prepared for the future, with 80% of the respondents 
reporting under 20% of staff in the over 55 years age group (Figure 17), whereas one of the 
members reported that two thirds of the professional staff were actually in this age 
demographic.  
 
 
 
 
Figure 17: Proportion of professional LIS staff aged over 55 years,  
all respondents and NSLA respondents 
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4.3.2 Paraprofessional LIS staff 
 
In terms of paraprofessional LIS staff, it was found that there was a spread of ages across the LIS 
sector as a whole (Figure 18).  17% of respondents reported that over 80% of their 
paraprofessional workforce was aged under 45 years, whereas over one quarter of respondents 
indicated that less than 20% of their staff was in this age group. 10% of academic libraries 
felt concerned that they employed a very low number of library technicians aged under 45. 
 
 
 
Figure 18: Percentage of paraprofessional LIS staff aged under 45 years, all respondents 
 
To balance this information, it was noted that about half of the respondents had a very low ratio 
of older paraprofessional staff (Figure 19).  Only 9% reported having a high proportion (over 
51%) of paraprofessional staff, with concerns focusing on the school and special library sector. 
 
 
 
Figure 19: Percentage of paraprofessional LIS staff aged over 55 years, all respondents 
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Amongst non-LIS staff employed in LIS institutions, there was a good spread across the age 
groups of under 45, 45-55, and over 55 years, with the largest proportion being In the 45-55 
year age group. 
 
 
4.3.3 Staff retirements 
 
The picture for the number of retirements from the library institution over the period 2003-2007 
revealed that there had been a higher proportion of people retiring from NSLA and academic 
libraries as ‘large’ libraries, than across the sector as a whole (Table 13).  58% of all respondents 
reported low levels of retirements, ie zero, one or two retirements, compared with just 10% of 
academic libraries.  The majority of NSLA libraries had recorded substantial numbers of 
retirements, with 60% experiencing over 20 staff departures.  15% of academic libraries had 
more than 25 people retire from the organisation; one quarter of this cohort also indicated that 
they were uncertain of the actual data.  School libraries and special libraries, as ‘small’ libraries, 
had experienced the least number of retirements. 
 
Table 13:  Total number of staff retirements from your institution in the  
five year period 2003-2007, by sector 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Respondents were asked whether the staff who retired did so: 
 
• before they reached the age of 65 years 
• at 65 years, or 
• beyond the age of 65.    
 
Early retirement was prevalent in the NSLA libraries (Figure 20), although this cohort also 
reported some staff continued to work beyond the age of 65 years, thus taking later retirement 
(80% of NSLA members had between 3 and 5 staff retire after reaching 65 years).  There was 
evidence of early retirement in the academic sector as well (Figure 21).    
 
No of staff  All Respondents  NSLA  Public  University  TAFE  Special  School  
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Figure 20: Number of staff retiring before the age of 65 years,  
all respondents and NSLA respondents 
 
 
 
 
 
Figure 21: Number of staff retiring before the age of 65 years,  
all respondents and academic respondents 
 
 
Retiring at 65 years was more common in the academic library sector, while retiring later was 
more marked in the public library sector.   
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It was evident, however, that staff retirements were not having a major impact on recruitment, 
with a relatively small number of positions currently available that had resulted from 
retirement, with these spread across the public, special and academic library sectors  
(Table 14).  13% of TAFE libraries reported having 3 vacancies currently available as a 
consequence of retirements.  
 
Table 14: Number of positions currently open as a result of staff retiring, by sector 
 
 
 
 
 
 
 
 
As part of the process of identifying current policies, respondents were asked whether their 
institution had a policy that specified the age or retirement for professional LIS staff.  More 
than 90% indicated that there was no policy, with only 3% of all respondents replying in the 
affirmative, reporting that it was a high level (public service) policy.  A number of respondents 
indicated that the minimum age for retirement was 55 years.  Two institutions reported that 
the maximum age for retirement was 76 years or over. 
 
24% of all respondents stated that their institution offered an early retirement package, 
representing primarily the special library and the academic library sectors.  60% of academic 
libraries acknowledged they had an early retirement option for staff.  It was noted that early 
retirement arrangements were often provided as part of overall restructuring or organisational 
redesign activities in the institution, so could be considered situation-specific. 
 
 
4.4 Recruitment issues 
 
The neXus2 study sought to gather data on the processes of recruitment and retention in 
libraries, to determine the mobility of staff and to identify some of the issues facing libraries at 
the current time.   
 
 
4.4.1 Staff leaving the organisation 
 
Around half of all respondents reported that they had not had any staff leave the organisation 
in the 12 month period (1 January to 31 December 2007): 43% had no professional LIS staff 
leave, 55% had no paraprofessional LIS staff leave and 43% had no non-LIS staff leave.   
Academic libraries reported higher numbers of staff leaving, with only 5% reporting that no 
professional LIS staff members had left the organisation.  15% having more than 11 librarians 
leave.  NSLA respondents recorded a diverse range of opening across the different institutions 
(Table 15). 
 
No of  
positions All resp.  NSLA  Public  University  TAFE  Special   School  
0 80% 80% 91% 60% 63% 82% 100% 
1 11% 20% 0% 25% 13% 12% 0% 
2 1% 0% 5% 0% 0% 0% 0% 
3 4% 0% 0% 10% 13% 3% 0% 
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Table 15:  Number of professional LIS staff leaving in the past year (1/1/07-31/12/07), 
 excluding retirements, all respondents, academic and NSLA respondents 
 
No of 
staff  All resp. University NSLA 
0 43% 5% 0% 
1-2 26% 25% 20% 
3-5 16% 35% 20% 
6-10 7% 15% 20% 
11-15 3% 5% 20% 
16-20 2% 10% 0% 
21+ 1% 0% 20% 
 
 
The number of paraprofessional staff leaving was lower, with 60% of academic libraries having 
two or less staff resign (Table 16), although one respondent reported having more than 25 
paraprofessionals leave the institution. 
 
 
Table 16:  Number of paraprofessional LIS staff leaving in the past year (1/1/07-31/12/07) 
 excluding retirements, all respondents, academic and NSLA respondents 
 
No of 
staff All resp. University NSLA 
0 55% 25% 20% 
1-2 29% 35% 40% 
3-5 9% 15% 40% 
6-10 2% 5% 0% 
11-15 0% 0% 0% 
16-20 1% 5% 0% 
21+ 2% 10% 0% 
 
 
80% of NSLA respondents reported losing more than 20 non-LIS staff (Table 17), while there 
was considerable movement with 65% of academic libraries reported losing between one and 
five non-LIS staff.  
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Table 17: Number of non-LIS staff leaving in the past year (1/1/07-31/12/07)  
excluding retirements, all respondents, academic and NSLA respondents 
 
No of 
staff  All resp. University NSLA 
0 43% 10% 0% 
0-2 21% 20% 20% 
3-5 17% 45% 0% 
6-10 7% 10% 0% 
11-15 0% 0% 0% 
16-20 0% 0% 0% 
21+ 8% 10% 80% 
 
 
When the data was aggregated, it was evident that NSLA and academic libraries were 
experiencing far greater staff movements than the LIS sector as a whole, although this also 
reflects the fact that these are mainly ‘large’ libraries.  One third of all respondents did not 
have any staff leave the organisation (Table 18).   The remaining two thirds of all respondents 
reported staff departures as being five or under, compared with 30% of academic libraries.  
80% of NSLA respondents had 21 or more staff members leave in the one year.  As a 
comparison, only 12% of all respondents recorded similar data.  
 
Table 18:  Number of staff voluntarily leaving the institution in the past year (1/1/07-
31/12/07), excluding retirements, all respondents, academic and NSLA respondents 
 
No of 
staff  All resp. University NSLA 
0 33% 0% 0% 
1-2 16% 5% 0% 
3-5 18% 25% 0% 
6-10 12% 20% 0% 
11-15 4% 10% 0% 
16-20 2% 10% 0% 
21+ 12% 30% 80% 
 
 
 
4.4.2 Hiring of new staff 
 
The figures for staff leaving the organisation were counterbalanced by the number of new hires 
in the 12 month period, with academic libraries and NSLA libraries recording higher 
recruitment activity than the overall respondents.  60% of NSLA respondents and 30% of 
academic libraries had been hiring over 20 new staff in the past year (Table 19). 
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Table 19: Number of new hires in the past year (1/1/07-31/12/07),  
all respondents, academic and NSLA respondents 
 
No of 
staff  All resp. University NSLA 
0 16% 0% 0% 
1-2 27% 5% 20% 
3-5 21% 25% 0% 
6-10 13% 30% 0% 
11-15 7% 10% 0% 
16-20 2% 0% 20% 
21+ 12% 30% 80% 
 
 
There were also steady recruitment practices in the public library area, with some libraries 
hiring up to 15 staff in the past year (Figure 22).  Almost two thirds of special libraries and half 
of the school had also employed new staff. 
 
 
 
Figure 22: Number of new hires in the past year (1/1/07-31/12/07),  
all respondents and public library respondents 
 
When asked about the number of new hires who were in fact recent LIS graduates, the figures 
were low: more than two thirds of all respondents indicated that they had hired no new 
graduates at all.  Despite the fact they were actively recruiting staff, 74% of public libraries and 
40% of academic libraries hired no new graduates (Table 20).  Nevertheless, of those who had 
employed 3-5 new staff who were recent LIS graduates, academic libraries were the dominant 
employer group (25%).  About half of all academic library respondents did recruit new LIS 
graduates, whereas 92% of special library respondents did not employ any.  The majority of the 
NSLA respondents were ‘unsure’.  
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Table 20: Number of new hires who were recent LIS graduates in the past year  
(1/1/07-31/12/07), all respondents, academic and NSLA respondents 
 
No of  
new hires All resp. University NSLA 
0 68% 40% 20% 
1-2 16% 20% 20% 
3-5 8% 25% 0% 
6+ 0% 0% 0% 
Unsure 7% 15% 60% 
 
 
Figure 23 presents the responses to the question about the average age of new hires in 2007.   
 
 
 
 
Figure 23: Average age of new hires in the past year (1/1/07-31/12/07), all respondents 
(Note: The category ‘Others’ includes 15-17 years and 65+ years) 
 
 
The vast majority of new hires were in the age groups of 26-35 years and 36-45 years (63% of 
all respondents, 80% of academic respondents and 80% of NSLA respondents).  On the other 
hand, 19% of special library recruits were aged over 55 years.  It was noted that there was a 
considerable number of blank and ‘unsure’ responses (Table 21). 
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Table 21: Average age of new hires in the past year (1/1/07-31/12/07), by sector 
 
 
 
 
 
 
 
 
 
 
 
 
 
44% of all respondents were not currently seeking to fill any vacancies at their institution, 
which compared with 15% of the academic respondents, yet 90% of school libraries.  The 
school libraries that did have vacancies reported that these were multiple vacancies (between 
three and five).  However, around three quarters of academic libraries were appointing new 
staff, with 20% of academic respondents trying to fill between 6 and 10 positions (Table 22).  
One academic respondent reported that the institution was recruiting more than 25 new staff. 
 
 
Table 22: Number of positions your institution is currently trying to fill, by sector 
 
No of 
positions All resp.  NSLA  Public   University  TAFE  Special  School  
0 44% 20% 32% 15% 43% 62% 90% 
1-2 23% 0% 42% 15% 29% 23% 0% 
3-5 20% 40% 21% 40% 14% 8% 10% 
6-10 7% 20% 5% 20% 0% 0% 0% 
11-15 1% 20% 0% 0% 0% 0% 0% 
16-20 0% 0% 0% 0% 0% 0% 0% 
21-25 2% 0% 0% 5% 0% 4% 0% 
25+ 0% 0% 0% 0% 0% 0% 0% 
 
 
As a result of anecdotal reports about difficulties filling positions and the need to readvertise 
available jobs, respondents were asked about the number of current positions that had been 
open for longer than 4 months.  The responses indicated that about there were indeed a 
number of vacancies that were difficult to fill.   One public library reported having 6-10 
positions that had been open for longer than 4 months, while multiple positions were available 
in NSLA, academic and TAFE libraries (Table 23). 
 
 
 
 
Average 
age  All resp.  NSLA  Public  University  TAFE  Special  School  
[blank] 13% 20% 0% 5% 14% 23% 30% 
15-17 1% 0% 5% 0% 0% 0% 0% 
18-25 4% 0% 11% 0% 0% 4% 10% 
26-35 38% 60% 53% 45% 29% 27% 10% 
36-45 25% 20% 32% 35% 29% 12% 30% 
46-55 2% 0% 0% 0% 14% 4% 0% 
56-65 4% 0% 0% 0% 0% 15% 0% 
65+ 1% 0% 0% 0% 0% 4% 0% 
Unsure 11% 0% 0% 15% 14% 12% 20% 
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Table 22: Number of current positions that have been open for longer than 4 months, by sector 
 
No of 
positions All resp. NSLA  Public   University  TAFE  Special  School  
0 69% 60% 63% 55% 71% 73% 90% 
1-2 15% 20% 21% 20% 0% 19% 0% 
3-5 5% 20% 0% 15% 14% 0% 0% 
6-10 1% 0% 5% 0% 0% 0% 0% 
 
 
It is acknowledged that the recruitment market is a competitive one.  Accordingly, respondents 
were asked to indicate the range of strategies, beyond salary, used to attract professional LIS 
candidates to employment at their institution.  Table 24 provides an overview of the range of 
incentives available to the different respondent groups.  It is noteworthy that a number of 
positive attributes to potential employees, in terms of quality of the working environment, 
flexible working conditions and valuable financial benefits, are offered to candidates.  The 
conditions are not the same across all sectors of the profession: superannuation benefits were 
found to be better in academic libraries, whereas the NSLA members offered greater flexibility 
in working hours and conditions.  There were distinct differences in areas such as the 
reimbursement of study costs and the opportunity for scholarship and research. 
 
Table 24: Strategies in place to offer incentives, beyond salary, to attract candidates 
 to professional LIS staff positions, by sector 
 
Incentives beyond salary All 
resp. NSLA  Public  University TAFE  Special  School  
Attractive workplace/on campus 
facilities 54% 80% 32% 85% 57% 50% 60% 
Family friendly work practices 73% 80% 58% 100% 57% 88% 30% 
Flexible working conditions 59% 100% 37% 80% 86% 65% 10% 
Flexible working hours 70% 100% 53% 95% 86% 85% 0% 
Opportunities for LIS research & 
scholarship 24% 40% 16% 55% 0% 19% 10% 
Productive working environment 58% 100% 37% 85% 71% 62% 30% 
Reimbursement of study costs 59% 80% 74% 70% 29% 69% 10% 
Salary sacrifice arrangements 87% 100% 68% 100% 86% 92% 90% 
Staff development opportunities 78% 100% 79% 100% 100% 69% 70% 
The ability to work from home 20% 40% 5% 40% 0% 23% 0% 
Very generous superannuation 
contributions 40% 40% 16% 95% 14% 42% 0% 
 
 
Respondents were generous in the narrative comments that they provided, when asked to 
describe the recruitment strategies they had in place.  A number, specifically those in regional 
areas, indicated that the benefits of the location and lifestyle were stressed: 
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Emphasise the positive attributes of the region 
 
Promoted the district – attractive, close to city, semi-rural environment, cafes & 
restaurants etc 
 
Other respondents indicated that the ‘quality of the employer’ was critical: 
 
X is an employer of choice, offering excellent conditions of employment. X Library is a 
leading Technology Library and is in demand as an employer 
 
Offer involvement in leading edge developmental work; and challenging work/projects 
to complement customer service work 
 
Innovative and exciting work environment 
 
Some perception that working at the X Library is the ultimate job 
 
Visionary, newly created roles, aiming to be a leader in the industry 
 
Employer of Choice for Women. 
 
There was also considerable interest in moving away from the idea of an ‘appointment to a job’ 
to highlight the value of the ‘development of a career’: 
 
Developed career planning and career path progression 
 
Financial incentive to enhance qualifications. Targeted training plan for professional 
development 
 
Graduate Program, Leadership Development Program, Job Rotation - Exchange with 
Public Libraries 
 
Secondments, management training, project work, staff development opportunities, 
market loading, tuition remission… 
 
Undoubtedly, flexible working conditions were highlighted: 
 
Flexible working hours and conditions. For example, the recent position (Reference 
Librarian) was advertised for full-time or 4 days per week 
 
We have flexible working hours, family friendly work practices and supports carers leave 
for dependents 
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Being able to be flexible about days worked has been important (to fit in with child care 
for younger staff and part time work for those heading for retirement) 
 
48/52 and 50/52 arrangements available 
 
Work life balance 
 
The actual recruitment process was becoming more flexible in itself, moving beyond the 
traditional approaches, to reach out to a wider market: 
 
Advertise in a 'lively' way and more broadly to attract candidates from country areas. 
Use internet recruitment services and temporary employment register 
 
Pamphlet produced by the major library services about working in libraries in the area 
and sent to LIS Schools and New Grad symposium 
 
Advertising in ALIA, CAUL, Age (Higher Ed), Seek.com, institutional website, The 
Australian… 
 
Use alternative places to advertise the position eg Seek, ALIA lists, specialist email lists, 
actively seeking out people 
 
Overall, the views presented by respondents were very positive, reflecting a dynamic 
employment market where the right people were being successfully attracted to the right job.   
 
 
4.5 Retention issues  
 
There is often discussion amongst LIS professionals about the period of time that a new recruit 
should stay with the organisation.  Respondents were asked to consider how long they felt a 
new, entry level professional LIS staff member might be expected to remain with the employer.  
A good proportion of respondents felt that two to four years was good, with some believing 
five to ten years was better (Table 25).  TAFE sector respondents (71%) felt that that two to 
four years was best; however, 8% of all respondents considered 10 years or longer to be 
appropriate.  Respondents with these views were predominantly from health libraries and 
school libraries. 
 
Table 25:  Length of time a newly-hired, entry-level professional LIS staff might 
 be expected to stay in your organisation, by sector 
 
Length of time  All resp.  NSLA  Public  University  TAFE  Special  School  
0 to <2 years 1% 20% 0% 0% 0% 0% 0% 
2 to 4 years 42% 40% 63% 50% 14% 35% 20% 
5 to 10 years 34% 20% 32% 40% 71% 23% 40% 
10+ years 8% 20% 5% 0% 14% 8% 20% 
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Comments provided in the context of this question indicated that the opportunity rarely 
existed to take on a new, entry level employee, as considerable experience was needed for 
even base level positions.  Respondents reflected on the organisational investment required to 
train a new staff member, especially in highly specialised areas, so that there was an 
‘expectation’ that at least two years service would be needed to ensure a good return on that 
investment.  Some respondents felt five years would be useful, while others reported that they 
actively encouraged new entrants to apply for promotion at the two year mark (for internal or 
external roles).  While some degree of stability in the workforce can be valuable, many new 
graduates are eager to tackle a range of challenging roles within a relatively short space of 
time; a responsive manager may well be able to retain this type of staff member by offering 
project work and/or secondments to help new LIS professionals adapt, stretch and grow.  
 
We recruited someone a few years ago, for a project. [They didn't win an advertised 
position, but made an impression.] Through part-time work this person picked up the 
experience of working in our sector and was able to win a later position. This person is 
"growing" in the job and making a huge contribution to not only our institute but the 
sector.  
 
A couple of respondents also reported that newly introduced succession planning processes 
were designed to retain newer and younger staff. 
  
Respondents were asked to consider current turnover rates for LIS professional staff and 
compare them with their understanding of the situation five years ago (Figure 24).  Generally, 
the bell curve proved to be live and well, with the majority of respondents indicating that 
turnover rates were about the same, and a balance of respondents believing the rates to be 
lower or higher.   
 
 
Figure 24: Comparison of current turnover rates for professional LIS staff 
 (other than from retirements) with rates 5 years ago, all respondents 
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Respondents from the public library sector had the strongest views about the turnover rate 
being higher (32%), whereas TAFE libraries felt that the rates were lower (29%).  
 
Beyond this, respondents were asked to indicate the primary reasons they felt that 
professional LIS staff did leave the organisation.  The reasons included the following factors: 
 
• Found a higher level position elsewhere 
• Moved to another geographical area 
• End of employment contract 
• Insufficient pay/benefits 
• Insufficient opportunity for promotion 
• Found an overall better job elsewhere 
• Other reason 
• Excess stress from job 
• Found a better paying job elsewhere 
• Decided to make a career change 
• Dissatisfaction with relationship with peers 
• Dissatisfaction with the job 
• Made redundant 
• Returned to study. 
 
When considered by all respondents, all factors were found to have some validity.  The top 
three factors for all respondents, in order of significance, were: 
 
• Found a higher level position elsewhere            
• Moved to another geographical area 
• End of employment contract. 
 
In the NSLA and TAFE sectors, the reason of the end of an employment contract dominated, 
whereas respondents in the schools sector cited insufficient pay/benefits, excess stress from 
the job and finding an overall better job elsewhere as significant reasons.  The special library 
and public library sectors were concerned about the lack of opportunity for promotion.  Career 
change opportunities and returning to study were listed by the public and NSLA library sectors, 
while NSLA responses also included dissatisfaction with the relationship with peers. 
 
These findings differ slightly from the responses provided by the individual respondents in the 
neXus1 study, who listed the factors in the following order: 
 
• Found an overall better job elsewhere 
• Found a higher level position elsewhere   
• Moved to another geographical area 
• Insufficient opportunity for promotion 
• End of employment contract.    
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The responses from the managers in the institutional survey, neXus2, were not as sensitive to 
the factors of another job being ‘overall better’. 
 
The new employment destination for professional LIS staff has long been an issue of discussion.  
Candidates applying for a new position have often highlighted the challenges they face if they 
try to move from one LIS sector to another, for example from a public library to an academic 
library, or from a State library to a special library.   Respondents were asked to indicate where 
most staff leaving the institution were most likely to seek employment.  There was a clear 
feeling that most staff leaving an academic library would in fact seek employment in another 
academic library (80%); staff leaving a public library would head to another public library (74%); 
TAFE staff would move to another TAFE library (71%).  The NSLA respondents offered more 
varied answers, with public libraries, State/Territory libraries and special libraries in the 
corporate sector all featuring as potential destinations.  5% reported that staff were likely to 
leave the LIS sector when they left the institution. 
 
In terms of staff retention, the survey investigated the reasons why professional LIS staff 
stayed with the organisation.  The possible reasons encompassed: 
 
• They like their current job 
• They like their current workplace 
• They like the people they work with 
• They feel loyal to their employer 
• They feel loyal to their patrons/clients 
• There are no other jobs available 
• They could not easily get another job at their current salary/benefits 
• They have not been successful in finding another job 
• They are trying to gain experience so they can apply for other positions 
• Their partner/spouse generally works in the same geographical area 
• They don’t want to move and disrupt their children’s education or 
friendships 
• They don’t want to move away from the community in which they live 
• They have family members or friends in the area who need their attention 
• They intend leaving and are waiting for the right opportunity. 
 
Respondents were asked to rank the top three reasons why staff stayed at their own 
institution.  There was a strong degree of commonality of responses across the cohorts of 
respondents.  The top three reasons were: 
 
• They like their current job 
• They like their current workplace 
• They like the people they work with. 
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The idea that they could not easily get another job at their current salary/benefits was cited as 
the principal reason by NSLA respondents (60%) and TAFE library respondents (29%).  Loyalty 
to the employer and/or to patrons/clients were noted by special and school library 
respondents. 
 
A range of comments were provided by respondents, which fell into two main categories: the 
positive reasons why people stayed and the negative reasons.  The positive reasons considered 
the high value environment offered to staff: 
 
Our staff have a high profile in the industry, attending/presenting at conferences, 
organising high profile events/exhibitions, etc. - Wide variety of jobs/areas to choose 
from to broaden skills and development opportunities for talented staff. - Good 
conditions, flexibility, people are comfortable and feel appreciated. - Challenging and 
interesting work 
 
Staff choose to stay as we are a flexible workplace offering Continuing Professional 
Development and the opportunity to work in a unique organisation where they can learn 
new skills 
 
It is an interesting, challenging and ever changing environment - lots of stimulation and 
room for creativity and personal fulfillment. Excellent physical facilities 
 
The negative comments, on the other hand, focused on characteristics and attributes of the 
staff themselves: 
 
1.  They have mortgages ;-) 2. They can work in their own little empires remaining insular 
and reactive. 3. Many are threatened by change and/or lack an external perspective. 
 
Family commitments and connections with the community make it difficult to relocate. 
Many have not worked anywhere else and may not feel comfortable seeking employment 
with another organisation 
 
No incentive to move therefore so long as they are happy to continue at the same level for 
their whole career.  I have highly skilled base-graders sitting at the top of their levels who 
will probably stay there till retirement. 
 
The neXus1 study asked the individual respondents the same question.  Interestingly the 
responses did not correlate fully with the institutional managers’ perspectives.   The top reason 
for individuals was also ‘I like my current job’.  The second reason, however, was ‘I intend 
leaving and am waiting for the right opportunity’, which was actually one of the lowest ranked 
reasons in the institutional study.  The third reason given by individuals, ‘I could not easily get 
another job at my current salary/benefits’ was ranked in about the middle by neXus2 
respondents. 
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4.6 Promotion and advancement 
 
The survey explored the issues associated with the promotion and advancement of 
professional LIS staff.   One question considered the promotional opportunities for librarians in 
the respondents’ own organisation.   The data reported by all respondents indicated general 
satisfaction with the current conditions (Figure 25). 
 
 
 
Figure 25:  Current promotional opportunities for professional LIS staff  
in your organisation compared with 5 years ago, all respondents 
 
The NSLA members were the most optimistic cohort in terms of the current promotional 
opportunities, with 40% responding that conditions currently being ‘much better’ (Figure 26). 
 
 
 
Figure 26:  Current promotional opportunities for professional LIS staff in your organisation 
compared with 5 years ago, all respondents and NSLA respondents 
  
neXus2 Workforce Planning Study  52 
Final Report  
December 2008 
There was also a positive feeling amongst academic library respondents, with 50% reporting 
that the situation was now generally better (Figure 27). 
 
 
 
 
Figure 27:  Current promotional opportunities for professional LIS staff in your organisation 
compared with 5 years ago, all respondents and academic respondents 
 
 
When asked about the current promotional opportunities in the organisation (ie in the first 
quarter of 2008), the picture was less confident, with only 26% of all respondents stating they 
were good (Figure 28).  Indeed, 38% of all respondents felt promotional opportunities were 
poor or very poor, a feeling also echoed by 25% of academic respondents.  
 
 
 
 
Figure 18: Current promotional opportunities for professional LIS staff  
in your organisation, all respondents 
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While there were no ‘very good’ responses, the most optimistic views were offered by the 
NSLA respondents, with 60% indicating that there were good promotional opportunities 
(Figure 29). 
 
 
 
Figure 29: Current promotional opportunities for professional LIS staff in your organisation, 
all respondents and NSLA respondents 
 
 
The TAFE respondents were, however, more negative about the situation, with 57% reporting 
that promotional opportunities were poor, the remaining 43% being average (Figure 30). 
 
 
 
 
Figure 30: Current promotional opportunities for professional LIS staff in your organisation, 
all respondents and TAFE respondents 
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Mixed views were offered by respondents from the public library sector, with 26% reporting 
that opportunities were good, 42% average, 21% poor and 11% very poor  (Figure 31). 
 
 
 
Figure 31: Current promotional opportunities for professional LIS staff in your organisation, 
all respondents and public library respondents 
 
This range of views highlighted the fact that, inevitably, local conditions came into play, 
especially when organisational restructuring or budget cutbacks were involved.  Consequently, 
the principal reasons underlying the current state of play for the diverse institutions were 
examined, with respondents asked to determine the extent of the impact of each: 
 
• Flattening of the organisational structure 
• Budgetary restrictions 
• Restrictive recruitment policies in the organisation 
• Limited staff turnover. 
 
The responses, which aggregate the viewpoints  stating ‘to some extent’ and ‘to a great extent’ 
are presented in Table 26. 
 
Table 26: Institutional factors impacting on promotional opportunities, by sector 
 
Reasons All 
resp.  NSLA  Public  University  TAFE  Special  School  
Flattening of the org. structure 51% 20% 47% 45% 57% 54% 70% 
Budgetary restrictions 54% 80% 64% 60% 28% 46% 40% 
Restrictive recruitment policies 33% 40% 26% 30% 14% 35% 40% 
Limited staff turnover 73% 60% 74% 80% 86% 73% 60% 
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Limited staff turnover was highlighted as the main factor by all cohorts of respondents (73% of 
all respondents, 80% of academic respondents and 86% of TAFE respondents).  This issue had 
been already noted as impacting on recruitment generally.  Budgetary restrictions were also 
noted (80% of NSLA, 64% of public library respondents, 60% of academic respondents).  The 
flattening of the organisational structure was acknowledged to be an issue for 70%  of the 
school library respondents, but it was less important for other cohorts. Restrictive recruitment 
policies were found to be the least significant factor impacting on promotional opportunities 
for all respondents.  
 
Leadership development is closely associated with promotion and advancement processes 
within an organisation. Overall, respondents indicated that there was a positive climate for 
leadership development (Figure 32).   
 
 
 
Figure 32: Opportunities for professional LIS staff to experience and develop  
leadership roles in the organisation, all respondents 
 
More than one half felt the opportunities for developing leadership skills were ‘good’ or 
‘excellent’ in their organisation, with one third stating the opportunities were ‘average’.   
15% were less optimistic, primarily special library respondents and some smaller public 
libraries. As a cohort, NSLA members were the most positive, with 80% indicating that 
opportunities were ‘good’.  Those that felt the situation was ‘excellent’ (5%) represented 
‘smaller’ academic libraries and ‘larger’ public libraries. 
 
 
4.7 Current staffing needs: supply and demand  
 
The survey encompassed a series of questions designed to examine the issues associated with 
the supply and demand of staff, including professional, paraprofessional and non-LIS 
employees.  Respondents were asked to consider the extent their recruitment needs had 
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changed over the past five years.  The data revealed that most respondents felt that their need 
to recruit new professional LIS staff had either increased or remained stable (Figure 33).   
 
 
 
 
Figure 33: Extent to which your institution’s need to recruit new professional LIS staff 
 has changed, compared with 5 years ago, all respondents 
 
Only 8% of respondents reported that the need to recruit had decreased, with responses from 
the TAFE, special, school and public library sectors.  There was a fairly even spread of views, 
encompassing both the need to recruit ‘remaining stable’ and ‘increasing’, across the different 
cohorts, although more academic, NSLA and school libraries reported their need had increased, 
compared with those that indicated the situation was stable.  For public, TAFE and special 
libraries, the pendulum swung towards ‘remaining stable’, rather than ‘increased’. Some 
comments were provided to indicate that that the need for new professional LIS staff was 
closely tied to retirement issues, with respondents commenting that by ensuring older staff 
retired, there was scope to revitalise the library services by employing new staff with a 
different skill set. 
 
Need the broad skills and flexibility of LIS staff - the days of data entry staff are 
gone- need staff who have a gamut of skills and can own a process/project from 
beginning to end. 
 
Organisational change has created new opportunities; impending ageing of the 
profession has made recruiting new professionals more urgent. 
 
Over the next 2-5 years at least 3 professional LIS positions will open up through 
the retirement of existing staff. Our professional staffing levels also do not meet 
the current standards for our library size and strategies are in place to increase 
the number of LIS positions over the next few years. 
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We need new staff to replace an ageing/retiring workforce, as well as to obtain 
new competencies relating to information technology and internet 
communication/information exchange; and "fresh" staff to support 
organisational renewal. 
 
In terms of the need to recruit paraprofessional LIS staff, the picture was one of greater 
stability (Figure 34), with half of the respondents reporting the situation had not changed over 
the five year period and one third stating that the need to recruit paraprofessional staff had 
increased.  The cohorts that clearly reported an increased need included NSLA and school 
libraries, while public, TAFE and special libraries felt that the situation had remained stable.  
There were mixed views amongst the academic library respondents (50% ‘remained stable’, 
45% ‘increased’).  Some TAFE and special libraries believed the need to recruit had decreased.   
 
 
 
Figure 34: Extent to which your institution’s need to recruit new paraprofessional  
LIS staff has changed, compared to 5 years ago, all respondents 
 
A number of respondents commented on the trend to upgrade (unqualified) library assistant 
positions to library technician roles, highlighting the changing nature of the tasks performed. 
 
Have more technician positions - these were previously unqualified library 
assistant positions 
 
Restructure has increased the number and variety of paraprofessional positions. 
 
We have upgraded our Library Assistant role to paraprofessional, both in 
responsibility and pay structure. 
 
Particularly support for customer services and managing new technologies - 
staff who are savvy in this environment appear to be those with more of a 
paraprofessional background. 
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The need to recruit non-LIS staff revealed a similar distribution of views, with just over half 
indicating that the situation had not changed (Figure 35).  Nevertheless, those cohorts which 
clearly reported an increased demand for non-LIS staff included academic, NSLA and school 
libraries. Comments in this area highlighted the need for specialist IT professionals, as well as 
HR, finance and marketing.  Some respondents indicated that the delivery of library services had 
become more complex, so that a broad spectrum of skills actually added value to the 
organisation as a whole. 
 
 
 
Figure 35:  Extent to which your institution’s need to recruit new non-LIS  
staff has changed, compared to 5 years ago, all respondents 
 
As the product has grown we have needed to recruit in other disciplines such 
as administration, sales and marketing, IT, and Graphic Design. 
 
Due to changes in the industry there is an increased need in the organisation 
for IT skills, preservation skills and project management skills and a decreased 
need to recruit library officers in some areas e.g. due to automation in some 
areas. 
 
There is a greater need for skills not covered by professional or 
paraprofessional LIS training. New, specialist positions have been created to 
address this need. 
 
These staff provide useful additional skills and experience which complement 
those of LIS professionals and have a greater emphasis on IT and other 
specialist skills and analytical capacity. 
 
However, the need to recruit was counterbalanced by the ability to recruit.  Half of all 
respondents reported that it was currently more difficult/much more difficult to recruit new 
staff, compared with five years ago (Figure 36).   
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Figure 36:  Change in the ability to recruit, compared with 5 years ago, all respondents 
 
Those facing greater challenges in recruiting included predominantly the academic libraries and 
public libraries, whereas TAFE and schools libraries indicated that things were about the same.  
A small number of academic libraries reported, however, that the ability to recruit had 
improved considerably over the past five years. 
 
There were divergent views about the organisation’s current ability to recruit new staff, with 
some feeling  that there were good opportunities, some felt there were challenges, and the 
middle group ambivalent (Figure 37).  There was generally a balance of perspectives across the 
different cohorts of respondents; NSLA members and some special and school libraries were 
the most optimistic about their current capacity to attract good staff. 
 
 
 
 
Figure 37:  The institution’s current ability to recruit, all respondents 
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Respondents were asked to identify the possible reasons why the organisation might find it 
difficult to recruit qualified professional LIS staff.   In addition to the actual supply of human 
resources, the range of issues incorporated organisational, financial, and market forces.   Table 
27 presents the data gathered that reflects the aggregated responses that acknowledged that 
the factors had an impact ‘to some extent’ or ‘to a great extent’. 
 
Table 27: Issues preventing the recruitment of qualified professional LIS staff, by sector 
 
Issues All 
resp  NSLA  Public  University TAFE  Special School  
Inadequate pool of qualified 
candidates 61% 40% 74% 80% 71% 43% 60% 
Inadequate supply of 
interested candidates 52% 40% 69% 80% 28% 39% 40% 
Competition from other sectors 
for LIS staff 49% 60% 63% 60% 29% 39% 30% 
Budget restraints 44% 20% 58% 45% 14% 38% 50% 
Geographical location 37% 40% 52% 60% 28% 27% 0% 
Inadequate remuneration 
offered to LIS staff 34% 40% 58% 40% 14% 16% 20% 
Inadequate education provided 
by LIS programs 29% 20% 31% 50% 0% 23% 20% 
Restricted recruitment policies 28% 20% 27% 35% 14% 31% 20% 
Small size of library/ 
information service 23% 0% 32% 15% 0% 30% 20% 
Applicants declining job offers 14% 20% 16% 15% 14% 15% 10% 
International competition for 
LIS staff 7% 0% 10% 5% 0% 8% 10% 
Lack of a dedicated HR unit 7% 20% 11% 0% 0% 4% 0% 
 
 
Of greatest concern was the pool of candidates, from the perspectives of qualifications and 
interestedness, with the academic libraries expressing greater concern than the other cohorts 
of all respondents.   For NSLA members, the single most significant issue was the competition 
from other sectors, with concerns shared by public and academic libraries, although this was 
primarily in the local employment market, rather than the international market. The economic 
situation in late 2008 to early 2009 may, with a more fluid job market, ameliorate some of 
these issues.  Budget restraints were more of a factor for public and school libraries, with some 
smaller academic libraries concurring; public libraries were the most likely to have concerns 
about the level of remuneration offered to staff.  Academic respondents expressed greater 
dissatisfaction with LIS education programs: 50% felt that inadequate education contributed to 
the challenges of recruiting the staff they needed.  Geographic location was an issue for 60% of 
academic libraries, especially those with non-metropolitan campuses, and 52% of public 
libraries, again mainly those in regional areas. 
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There have been anecdotal reports of applicants declining job offers, although this was not 
identified as a specific problem for most respondents.  Organisational issues such as access to 
HR staff and the recruitment policies were of least importance to the respondents, although in 
the narrative comments provided, some concerns were expressed: 
 
 Practices are dictated by Council policies which are not totally ideal for the 
 Public Library Situation, especially given our remote location 
 
 Recruitment strategies governed by organisational guidelines. 
 
A number of institutions, including 60% of NSLA and 50% of academic library respondents, 
indicated that they had changed their recruitment strategies as a result of the fact that the 
‘usual’ methods were not attracting a sufficient pool of qualified professional staff.  The 
approaches adopted included broadening the distribution strategies for job advertisements, 
including industry and professional e-lists, online job postings and head hunting: 
 
In the latest round of recruitment I approached staff from other Libraries to 
apply for the position 
 
Most of the positions are not advertised, some staff are often head hunted 
from other competitors or are well known in the information industry and it is 
heard that they are on the market.  
 
In addition, the application processes have become less bureaucratic: 
 
Asking for letters expressing interest and a CV instead of having candidates address all 
selection criteria 
 
Recruiting trainee librarians while studying; promoting attractiveness of the library; not 
requiring applicants to address all selection criteria 
 
The organisation has decreased the number of selection criteria applicants have to 
address in writing. 
 
However, in response to the question regarding the effectiveness of the new strategies, around 
70% of the NSLA and academic respondents reported that there had been no significant impact 
to date.   Almost two thirds of public libraries which had introduced new strategies noted, 
however, that they had been ‘more effective’ (50%) or ‘far more effective’ (13%).  This 
resonated clearly with the special library sector, with 60% highlighting the fact that their new 
strategies were ‘more effective’ and 40% ‘far more effective’. A further 13% of public libraries 
reported, however, that the approaches they had introduced were ‘less effective’. 
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4.8 LIS education 
 
In Australia, a wide range of education pathways are available for people wishing to work in 
the LIS sector.  For those becoming a librarian, there are undergraduate courses as well as 
postgraduate courses at both the graduate diploma and masters levels.   There are full-time, 
part-time, internal, external and hybrid study options (Hallam, 2007).   The different pathways 
into the profession in Australia means that there is not a single qualification that can be 
regarded as ‘the professional qualification’, in contrast perhaps to the Master of Library and 
Information Science (MLIS) in the United States.   
 
The neXus2 survey sought to determine the perceived value of the different qualifications 
within the LIS sector.  Questions were posed about the level of importance ascribed to 
undergraduate, postgraduate, and specifically masters, qualifications, as well as a specific 
discipline for an undergraduate degree where postgraduate LIS qualifications were obtained. A 
further series of questions asked about the extent to which candidates presented with these 
different qualifications.  At the time of the neXus2 survey, there was debate about the push in 
some Australian universities to reduce the number of ‘specialised’ undergraduate degrees, to 
have only a small number of more generic foundation degrees, with all professional 
qualifications being awarded at the masters level, thus aligning more closely with the Bolgona 
education model of ‘3+2’ (three years undergraduate, two years postgraduate study). The 
primary example of radical curriculum change is referred to as the ‘Melbourne Model’ (The 
University of Melbourne, 2008).  If such curriculum change becomes more widespread in other 
professional disciplines, the LIS sector may also need to consider its position with regard to 
appropriate entry into the profession.  Table 28 presents the responses that indicated ‘agree’ 
or ‘strongly agree’ with the statements.  It should also be noted that there was a strong null 
response to these questions (around 10% on many questions), as well as ‘neutral’ responses 
(on average about 25%).  
 
Table 28: Professional LIS qualifications, by sector 
 
Issues All 
resp.  NSLA  Public  University TAFE  Special School  
It is important to have an 
undergraduate LIS qual.  58% 40% 79% 40% 71% 52% 70% 
Most applicants have an 
undergraduate LIS qual.  50% 60% 58% 45% 57% 38% 60% 
It is important to have an 
postgraduate LIS qualification 52% 20% 48% 60% 28% 43% 90% 
Most applicants have an 
postgraduate LIS qualification 42% 60% 26% 45% 57% 31% 50% 
It is important to have a LIS 
qualification at masters level 17% 0% 11% 25% 0% 8% 40% 
Most applicants have a LIS 
qualification at masters level 5% 20% 0% 10% 14% 0% 0% 
It is important to have an u/g 
degree in a specific discipline 38% 40% 32% 30% 28% 39% 70% 
Most applicants have an u/g 
degree in the specific 
discipline sought 
17% 0% 16% 10% 14% 8% 70% 
 
  
neXus2 Workforce Planning Study  63 
Final Report  
December 2008 
 
The data indicated that, compared with responses across all LIS sectors, the academic library 
sector generally favoured postgraduate LIS qualifications (60%) to undergraduate LIS 
qualifications (40%).   Academic libraries were therefore more likely to support the idea of a 
masters level, as opposed to graduate diploma, qualification, with 25% of academic 
respondents agreeing that it was important (but with no respondents strongly agreeing). 80% 
of NSLA respondents disagreed that a masters degree was important.  
 
It should be noted that there are geographic patterns to LIS qualifications in Australia, 
depending on the courses offered by different universities.  The neXus1 report outlined the 
differences in the ratio of undergraduate : postgraduate qualifications across the States of 
Australia, with 44% of professional respondents in Western Australia holding an 
undergraduate qualification, compared with less than half that figure in Queensland (22%).  
Correspondingly, 22% of Queensland professional respondents had completed a coursework 
masters, while only 5% had achieved this in South Australia (Hallam, 2008).  The breakdown of 
the individual survey respondents in neXus1 by professional qualifications were presented in 
the report (Table 29) (note that National Library and State Library respondents are presented 
separately in the neXus1 report). 
 
Table 29: Level of professional LIS qualifications, neXus1 respondents by sector 
 
LIS  
qualifications 
All 
resp. National State Public University TAFE Special School 
Bachelor 33% 18% 27% 46% 24% 41% 35% 29% 
Graduate 
Diploma 48% 82% 63% 44% 55% 41% 47% 43% 
Coursework 
Masters 15% 0% 7% 9% 19% 15% 14% 25% 
 
 
The data indicated that the ratio of undergraduate: postgraduate qualifications was  
one third : two thirds.  The National Library clearly preferred to employ staff with postgraduate 
qualifications, with 82% having a graduate diploma, but interestingly no coursework masters 
qualified staff, while almost half of public library staff had a bachelor degree.  25% of school 
librarians held a master’s degree, which reflects the pathway of an undergraduate education 
degree plus postgraduate teacher librarianship qualifications. 
 
Around one third of respondents indicated that they felt it was important to have an 
undergraduate degree in a specific discipline (ie non-LIS bachelor program, with postgraduate 
LIS qualification).  In addition to the school library sector, around 40% special libraries and NSLA 
members believed it was valuable (yet it should be noted that only 20% reported that it was 
important to have an postgraduate LIS qualification, with a 60% ‘neutral’ response).  It was 
found, however, that it was difficult to recruit staff with undergraduate qualifications in the 
specific discipline sought for the job, except in the teacher librarian field. 
 
There is considerable debate, within the context of the skills shortages in Australia which 
prevailed throughout 2008, about the possible skills gap that may be emerging in the LIS 
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profession, amongst others.  The neXus2 survey sought to develop a preliminary understanding 
about the possible gap between the desired skills and attributes sought by employers and the 
extent to which applicants for jobs (note: not current employees) demonstrated these skills and 
attributes.  Respondents were asked to answer a series of statements to indicate the extent to 
which they agreed or disagreed about the importance of the knowledge, skills and attitudes of 
the professional LIS staff that an organisation is trying to recruit.   Table 30 presents the 
highlights of the data collected in this section of the survey, with the data presented for all 
respondents. 
 
Table 30: Desired skills and attributes vs Applicants with these skills and attributes,  
all respondents 
 
Skills and attributes Desired Actual 
Number of years relevant experience 59% 47% 
Certain specialist skills 69% 34% 
Certain generalist skills 95% 67% 
Excellent interpersonal or ‘people’ skills 97%** 48% 
Excellent communication skills 96%* 47% 
Strong entrepreneurial skills 60% 11% 
Excellent technology skills 93%* 44% 
Excellent managerial skills 66% 12% 
Leadership potential 75% 19% 
Ability to handle high volume workload 96% 42% 
Ability to respond flexibly to change 97%* 42% 
Ability to deal with a range of users 95%* 62% 
Ability to learn new skills 97%* 67% 
To be friendly 92%* 72%*** 
To be reliable 97%* 66% 
To solve problems 95%* 43% 
To be innovative 95%* 25% 
Committed to organisational goals 97% 47% 
Dedication to the profession 93% 47% 
Committed to professional development 94%* 51% 
Interested in contributing to the profession 84% 27% 
* ‘Strongly agree’ = majority of respondents 
** Highest ‘strongly agree’ score (83%) 
*** Highest ‘strongly agree’ score (14%) 
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There is, inevitably, a sense that employers may be articulating their ideal, rather than realistic, 
expectations; nevertheless there are some interesting contrasts between the two dimensions 
of ‘desired’ and ‘actual’.  In a number of areas the perceived gap between the desired and the 
actual is wide, for example in terms of interpersonal skills, communication skills and the 
capacity to respond flexibly to change.  The common profile of candidates for LIS jobs (not 
necessarily new entrants into the profession) are that they are friendly and reliable, able to 
pick up new skills and deal with a range of new users.  However, there are shortcomings in the 
low levels of both specialist and managerial skills, leadership potential, the ability to be 
innovative and commitment to professional development. 
 
As noted, the questions were not specifically considering new graduates, but if there is a 
perceived skills gap, perceptions about LIS education also needed to come under scrutiny.  The 
findings indicated that there was a degree of disconnectedness between practitioners and LIS 
education per se.   While many of the respondents indicated that they were unsure, there was 
also a general distribution of responses to indicate that things were currently better, worse or 
the same as they were five years ago.    
 
Respondents were asked if they believed whether the education currently provided in 
Australian LIS undergraduate programs equipped new graduates with the knowledge, skills and 
attributes required to be a professional LIS staff member in your organisation (Table 31). 
 
 
Table 31: The education currently provided in Australian LIS undergraduate programs equips 
new graduates with the knowledge, skills and attributes required to be a professional LIS staff 
member in your organisation, by sector 
 
 All resp. NSLA  Public  University  TAFE  Special  School  
No 34% 60% 53% 40% 0% 35% 10% 
Unsure 34% 20% 16% 40% 29% 42% 40% 
Yes 28% 0% 32% 20% 71% 19% 40% 
 
 
 
The greatest level of satisfaction was recorded by TAFE respondents, and the lowest by NSLA 
members.  In terms of the current quality of the undergraduate LIS programs, the majority of 
respondents felt it was about the same as five years ago (Figure 38 and Table 32). 
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Figure 38: The quality of the general LIS undergraduate qualifications of applicants for new 
professional LIS positions, compared to 5 years ago, all respondents 
 
 
 
Table 32:  The quality of the general LIS undergraduate qualifications of applicants for new 
professional LIS positions, compared to 5 years ago, by sector 
 
Quality All 
resp  NSLA  Public University TAFE  Special  School  
1 much lower standard 1% 0% 5% 0% 0% 0% 0% 
2 lower standard 16% 20% 37% 20% 0% 8% 10% 
3 about the same 55% 40% 42% 75% 57% 62% 40% 
4 higher standard 11% 20% 16% 5% 29% 4% 0% 
5 much higher standard 2% 0% 0% 0% 14% 0% 10% 
 
 
 
Public library respondents were more disappointed in the quality of the undergraduate 
programs, while TAFE library responses were more positive, with 43% believing there had been 
significant improvements. 
 
There were mixed feelings about the quality and relevancy of postgraduate LIS programs to 
meet industry needs, with greater optimism shown by TAFE and school library respondents 
than by those in public and special libraries (Table 33).  
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Table 33: The education currently provided in Australian LIS postgraduate programs equips 
new graduates with the knowledge, skills and attributes required to be a 
 professional LIS staff member in your organisation, by sector 
 
 
All 
resp.  NSLA  Public  University TAFE  Special School 
No 28% 40% 37% 30% 14% 31% 20% 
Unsure 37% 20% 42% 40% 14% 46% 20% 
Yes 28% 40% 21% 20% 71% 15% 60% 
 
Again, there was ambivalence about the quality of postgraduate LIS qualifications (Figure 39), 
with the majority of respondents believing they had remained about the same over the past 
five year period, although 57% of TAFE library respondents  felt there had been improvements 
(Table 34).  
 
 
 
Figure 39: The quality of the general LIS postgraduate qualifications of applicants for new 
professional LIS positions, compared to 5 years ago, all respondents 
 
Table 34:  The quality of the general LIS postgraduate qualifications of applicants for new 
professional LIS positions, compared to 5 years ago, by sector 
 
Quality All  
resp.  NSLA  Public  University TAFE  Special School 
1 much lower standard 2% 0% 5% 5% 0% 0% 0% 
2 lower standard 12% 20% 21% 10% 0% 12% 10% 
3 about the same 47% 40% 53% 60% 43% 46% 20% 
4 higher standard 16% 20% 16% 15% 43% 4% 20% 
5 much higher standard 1% 0% 0% 0% 14% 0% 0% 
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The responses to the question regarding the paraprofessional education programs revealed 
that respondents were generally satisfied with the quality of the students completing their 
studies (Table 35).  The responses were in fact more positive for library technician education 
than was the case for professional education. 
 
Table 35:  The education currently provided in Australian LIS library technician programs equips 
 new graduates with the knowledge, skills and attributes required to be a  
professional LIS staff member in your organisation, by sector 
 
 All resp.  NSLA  Public  University TAFE  Special School 
No 17% 20% 32% 15% 0% 12% 20% 
Unsure 21% 20% 16% 30% 29% 23% 10% 
Yes 54% 60% 53% 45% 71% 58% 50% 
 
 
Nevertheless, there was still a stronger feeling that the quality of the library technician 
qualifications had improved, with 35% of respondents feeling the standard was higher  
(Figure 40), with the TAFE voice again clearly heard (Table 36).  
 
 
 
 
Figure 40: The quality of the general library technician qualifications of applicants for new 
paraprofessional LIS positions, compared to 5 years ago, all respondents 
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Table 36: The quality of the general library technician qualifications of applicants for new 
paraprofessional LIS positions, compared to 5 years ago, by sector 
 
 
It was interesting to note that part of the perceived disconnect between library education and 
industry practice was articulated in the responses to questions about engagement with 
educators through the curriculum.  Interestingly, although the some of the academic 
respondents all represented academic institutions that ran a library and information course, it 
was revealed that there was very little input into the university courses (Figure 41).  Where 
there was evidence of ‘a great deal of input’ into the professional LIS course, it was found that 
staff at the institution were directly involved in curriculum development for or teaching into 
the LIS course.   
 
 
 
Figure 41: Extent to which your organisation has input into the curriculum content 
 in any of the Australian LIS professional courses, all respondents 
 
 
There was a further picture of non-engagement in vocational course development with, in this 
case, no responses to indicate ‘a great deal of input’ (Figure 42) and only 1% having ‘a good 
deal of input’.  
 
Quality All 
resp.  NSLA  Public  University TAFE  Special School 
1 much lower standard 0% 0% 0% 0% 0% 0% 0% 
2 lower standard 13% 0% 32% 10% 0% 8% 20% 
3 about the same 39% 60% 37% 55% 43% 31% 20% 
4 higher standard 26% 20% 26% 15% 57% 27% 20% 
5 much higher standard 2% 0% 5% 0% 0% 4% 0% 
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Figure 42:  Extent to which your organisation has input into the curriculum content 
in any of the Australian LIS paraprofessional courses, all respondents 
 
 
A series of questions were posed about the role and value of internship and/or new graduate 
programs as recruitment strategies within LIS institutions.  The intrinsic value of such programs 
was clearly acknowledged by 100% of NSLA, 90% of academic and 89% of public library 
respondents (Table 37) but few institutions actually had a program in place (Table 38).  NSLA 
members were the most likely to offer a program (60%), which contrasted with only 5% of 
public libraries. 
 
 
Table 37: Perceived value of new graduate and/or internship programs as recruitment 
strategies in the LIS profession, by sector 
 
Perceived value All resp.  NSLA  Public  University TAFE  Special School 
1 not at all valuable 0% 0% 0% 0% 0% 0% 0% 
2 not very valuable 1% 0% 0% 0% 0% 4% 0% 
3 neutral 14% 0% 11% 10% 14% 23% 20% 
4 valuable 52% 80% 63% 70% 71% 23% 50% 
5 very valuable 25% 20% 26% 20% 14% 35% 20% 
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Table 38: Organisations currently offering a new graduate or internship program, by sector 
 
 All resp.  NSLA  Public  University TAFE  Special School 
No 75% 40% 95% 60% 86% 69% 100% 
Unsure 1% 0% 0% 0% 0% 4% 0% 
Yes 19% 60% 5% 25% 14% 23% 0% 
 
 
Fewer than 20% of respondent institutions had offered new graduate or internship programs in 
the past, but had since discontinued the practice; however more than half of academic and 
public library respondents indicated that the organisation might consider such strategies in the 
future, but with a further 22% of respondents as yet unsure. 
 
As noted earlier in the report, there are several different pathways into the profession in 
Australia.  This has led to the situation that the distinction between ‘professional’ and 
‘paraprofessional’ can be fuzzy in some situations.   
 
It was found that, overall, employers did not differentiate between undergraduate and 
postgraduate LIS qualifications when recruiting professional LIS staff (Table 39). School and 
special libraries were the most likely groups to make a distinction, which reflects the 
qualifications required by teacher librarians and the level of discipline knowledge that is valued 
in special libraries. 
 
 
Table 39:  Differentiation between undergraduate LIS and postgraduate LIS qualifications,  
by sector 
 
 All resp.  NSLA  Public  University TAFE  Special School 
No 74% 100% 89% 70% 71% 77% 50% 
Unsure 4% 0% 0% 15% 0% 4% 0% 
Yes 19% 0% 11% 15% 14% 19% 40% 
 
 
 
It was found, however, that there was also little distinction noted between professional and 
paraprofessional qualifications.  39% of respondents would appoint a library technician to a 
professional role (Figure 43).   The figure was higher for NSLA members (60%), public libraries 
(53%) and academic libraries (45%).  The TAFE library respondents reported wholeheartedly 
that this would not occur (100% ‘no’ response). 
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Figure 43:  Appointment of a person with paraprofessional LIS qualifications 
 to a professional position, all respondents 
 
 
However, the likelihood of a professionally qualified person being appointed to fulfil 
paraprofessional duties was even stronger, with 61% of all respondents (80% of NSLA, 
academic and public library respondents stating that this would be the case (Figure 44). 
 
 
 
 
Figure 44:  Appointment of a person with professional LIS qualifications 
 to a paraprofessional position, all respondents 
 
 
These findings do raise a number of serious issues associated with ‘professionalism’, the 
distinctions between vocational and higher education and, indeed, the future outlook for 
librarianship in Australia.  These issues have the potential to stimulate discussion and debate 
across the LIS sector. 
 
Questions were presented that sought to examine the role of the professional body, ALIA.   The 
majority of respondents (80%) indicated that ‘eligibility for Associate membership of ALIA’ was 
required (Table 40).  NSLA reported the lowest response (60%). 
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Table 40: Requirement for candidates to hold a qualification that makes them  
eligible to be an Associate member of the ALIA, by sector 
 
 All resp.  NSLA  Public  University TAFE  Special School 
No 17% 20% 21% 25% 0% 8% 30% 
Unsure 1% 0% 0% 0% 0% 4% 0% 
Yes 80% 60% 79% 75% 100% 88% 70% 
 
 
However, a small number of respondents (13%) felt that the situation could change in the 
future, as the skill set that was sought by employers was moving beyond the ALIA education 
standards, or indeed that the standards themselves were not high enough.   Respondents were 
invited to provide the major reason for change: 
 
• There are not enough candidates who are eligible to join ALIA  
• The jobs themselves do not require LIS knowledge and skills 
• The personal attributes and attitudes of those candidates who are eligible to join 
ALIA are not what is sought by this organisation 
• The quality of the professional knowledge and skills of those candidates who are 
eligible to join ALIA is not high enough 
• Membership of ALIA is irrelevant for the jobs we are seeking to fill. 
 
Each reason listed above was selected by a small number of respondents. While the overall 
responses represent a minority view within the survey as a whole, it is felt that, here again, 
there is an opportunity for professional discussion and debate.   
 
 
 
4.9 Staff development 
 
A further part of the survey sought to examine the current staff development policies and 
practices in place in the different institutions.  This part of the study builds on earlier work 
completed by Ian Smith (Smith, 2002; Smith 2006), to investigate the current state of play in 
terms of the alignment of staff development with the organisation’s strategic planning 
processes, the funding of staff development and the present and emerging priorities for 
continuing professional development activities. 
 
 
4.9.1. The strategic value of staff development in libraries 
 
It was found that, overall, almost two thirds of libraries had a planned staff development 
program, while one third reported that the organisation had adopted an informal approach 
(Figure 45).  
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Figure 45:  Approaches to staff development, all respondents 
 
A very small number of respondents indicated that staff development was the responsibility of 
the individual staff member: this situation was primarily evident in public libraries (6%) and 
special libraries (4%).The formal, planned approach to staff development was most prevalent in 
the academic library and NSLA sectors (80%), whereas the public library and school library sector 
were the most likely to have an informal program (44%). 
 
The research sought to determine the degree to which staff development was viewed 
strategically within the organisation. 82% of all respondents indicated that the library had a 
strategic planning document, as seen in 100% of NSLA and TAFE libraries, and 90% of academic 
libraries, while about one quarter of special libraries and school libraries reported that they had 
no strategic plan. Of the respondents that did have a strategic plan, half reported that staff 
development was given high priority (Figure 46). 
 
 
 
Figure 46: Level of priority given to staff development in the strategic plan, all respondents 
 
  
neXus2 Workforce Planning Study  75 
Final Report  
December 2008 
60% of the NSLA members and academic libraries stressed that staff development was a high 
priority, although this actually indicates a drop from the figure of around 80% reported in earlier 
studies (Smith 2006).  About 14% stated that staff development was only low priority or, indeed, 
not considered at all.  
 
The strategic effectiveness of staff development was evaluated by 39% of all respondents 
(Figure 47), with academic and TAFE libraries the most likely to conduct an evaluation (around 
55%), whereas public libraries were the least likely to do so (22%).   
 
 
 
 
Figure 47: Evaluation of strategic effectiveness of the staff development program,  
all respondents 
 
Where the strategic effectiveness was evaluated, only 29% of respondents reported that the 
evaluation considered the return on the organisation’s investment in staff development.  In the 
commercial world, while Bassi, Ludwig, McMurrer and Van Buren (2000) have alerted 
corporations to the positive impact staff training can have on the financial bottom line (bearing 
in mind the need to consider quality of training as well as quantity of training, they point out the 
inevitable challenges: “…while many managers believe in the growing importance of investing in 
skills through formal and informal training, existing accounting and other structures mean that 
most organizations are unable to adequately measure, report, and evaluate these key 
investments” (p.2).  It comes as no surprise, therefore, that across the LIS sector as a whole, 
over 90% of library institutions do not focus on the return on their investment in staff training.  
However, a number of comments were submitted by respondents to indicate that it would be 
more than sensible to do so: 
 
We are still in the infancy of this program.   
 
Something we should do.   
 
Intend to but haven't to date.   
 
Other respondents suggested that they were in the process of improving their processes: 
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Not quantitatively measured in any formal way.  We would like to put in a more formal 
process over the next 2 years. 
 
Has recently undergone review from external provider and is currently assessing 
recommendations and implementing improvements.   
 
One respondent highlighted that an informal correlation was made between staff development 
and business outcomes, arguing that if the business targets were achieved, then it was assumed 
that the staff had the required level and range of skills; on the other hand, where business 
needs were not met, then a lack of staff training may be considered a causal factor.   
 
In terms of institutional evaluation activities, two thirds of respondents indicated that they 
engaged in the measurement of the quality of the library services (Table 41).   
 
Table 41: Tools utilised for evaluating the quality of library services, by sector 
 
Quality tool All 
resp.  NSLA  Public  University TAFE  Special School 
InSync (Rodksi) 16% 0% 0% 60% 14% 4% 0% 
LibQual+ 6% 0% 0% 20% 0% 4% 0% 
Other  42% 60% 61% 15% 57% 50% 22% 
No 36% 40% 39% 5% 29% 42% 67% 
 
The most common tool for service evaluation was Insync (formerly Rodski), used by 60% of 
academic libraries.  A further 20% of academic libraries utilised LibQual+.  42% of all 
respondents used alternative approaches, such as ‘home grown’ surveys, focus groups, 
customer feedback and so on.  The majority of activities were run on as an internal process, 
although some respondents reported that they used the services of consultants to support the 
evaluation work or that it was part of a program coordinated by, for example, the State Library, 
as was reported by some public libraries.  It was noted that there was considerable diversity in 
the frequency of the evaluation work, with a number recording annual service quality appraisal, 
others every two years or every three years, and others again on a purely ad hoc basis.  While 
some comments were provided to highlight the collection of quantitative data that considered 
transaction metrics rather than qualitative data, as it was easier to capture, others comments 
communicated the value of the process: 
 
The [LibQual+] survey is used widely and allows for benchmarking. We will continue to 
use this survey. The results have been used to improve services. 
 
There is a regular evaluation program derived from quantitative and qualitative 
instruments and involving different modes, including interviews, focus groups and online 
surveys. Each year at least one major service is the subject of independent market 
research. Other measures of service quality, such as compliance with the provisions of 
our service charter, are measured and reported quarterly. Library staff also engage in 
ongoing informal evaluations, such as through convening focus groups of users on 
particular topics. Formal complaints and compliments are reported and monitored. 
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Only one academic library did not conduct a service evaluation, which compared starkly with 
other sectors: two thirds of school libraries and around 40% of public, NSLA and special libraries 
reported that they did not utilise any tools for evaluating their services. 
 
The organisations that did measure service quality tended to draw on the data collected to 
determine staff development objectives: with around two thirds of these respondents, and 80% 
of the relevant academic library respondents reporting that this was the case.  The public library 
sector was more reticent, however, with almost half of the institutions that actually did 
undertake service evaluation failing to link it to staff development issues.  For some respondents 
the question was hypothetical: service evaluations they had undertaken had underscored the 
very positive views of customers and clients. The need for intervention through staff 
development to improve service would only be required if significant negative issues were 
revealed through the Insync, LibQual+ and/or internal review processes.   
 
Nothing has come out of the results so far indicating a need for staff to develop 
skills/knowledge. 
 
To date, client satisfaction with our professional services is very high.  But if results show 
a fall, this data would be used to argue for more staff development. 
 
The opportunity offered by the survey process to identify staff development needs was 
nevertheless acknowledged by some respondents:   
 
Staff development needs have been identified through survey responses. 
 
If particular services or subject areas are specified, training for staff will be arranged to 
meet these needs. 
 
It was noted, however, that there was little evidence of an ongoing continuous improvement 
process: only 13% of respondents reported that they sought to consider the staff development 
activities that had been planned in response to an initial service evaluation, to then measure the 
impact on the next round of performance ratings achieved in subsequent service quality 
evaluations.  Around 20% of the respondents from the NSLA, academic and special library 
sectors found it valuable to engage in monitoring progress over time. 
 
 
4.9.2 The staff development planning process 
 
The neXus2 questionnaire sought to explore the extent to which libraries had both formal staff 
development policies and staff development plans, as well as the diverse approaches to 
managing these.  Smith underscored the importance of staff development policy documents 
“because they formalize and actively state organisational commitment to staff development, 
give clear guidelines to staff members on the terms and conditions of organisational support for 
CPD&WL and set out the obligations on the part of staff members who are recipients of such 
support” (2006, p.3). Smith reported that the 2001 survey revealed that 91% of “larger” libraries 
(ie with 130 FTE staff or more), which would have included the equivalent cohorts of the NSLA 
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libraries and the majority of academic libraries, had some form of human resources 
development policy.  In the neXus2 study, however, the only 52% of all respondents indicated 
that they had a formal policy that encompassed their staff development activities (Figure 48).  
  
 
 
 
Figure 48:  Organisation has a formally stated policy on staff development, all respondents 
 
 
This was most prevalent in academic libraries (75%), compared with about 60% of NSLA, TAFE 
and special libraries.  The lowest figure was recorded by public libraries, at 28%.   Respondents 
commented that, very often, the policy was developed and administered by the parent or host 
institution, ie at the local council or university level, rather than being library-centric. 
 
It was found that libraries were far more likely to have a staff development manager (50%) than 
a staff development committee (17%).  Some respondents reported that the staff development 
manager was a role at the institutional level, as part of the central administration, while others 
indicated that in fact individual line managers had responsibility for determining staff training 
requirements.  Almost 40% of respondents highlighted the shared role for staff development, 
with a staff development manager working directly with area managers.  This situation was 
reported by almost 60% of academic and TAFE library respondents. Responsibility for staff 
development was consequently often incorporated into the duties of the library managers, 
liaising with HR departments, although the largest organisations had senior positions with direct 
responsibility, for example at the director or executive manager level. 
All managers are responsible for staff development of staff they manage. Coordination 
and information exchange is centralised, management decentralised. HR aspect 
outsourced to governing Dept with dedicated HR rep for the agency 
Coordination of staff development in the library is incorporated in the role  
of the Unit Manager Library Services 
Council's HR dept provides some services and a corporate training program,  
but does not have a staff member dedicated to staff development  
Currently this position is vacant and is managed by the HR manager and the 
 director of the division.  
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Where there was a staff development committee, the committee usually reported to the senior 
or executive management team, although in larger institutions there might be an interim layer 
of a human resources or organisational development manager.  The vast majority of staff 
development committees had a defined role statement or terms of reference, which 
respondents were happy to release to the project team to support further in-depth analysis. 
 
The findings revealed that staff development plans were less common than staff development 
policies: only about a quarter of respondent libraries reported that there was a formal plan, 
which contrasted, however, with about three quarters of the TAFE library respondents  
(Figure 49).   
 
 
 
 
Figure 49:  Organisation has a formal staff development plan, all respondents 
 
 
The staff training plans were generally developed as part of the strategic planning/operational 
planning process, in close consultation with staff and managers through the performance 
management activities. Some respondents reported that guidance and direction was offered by 
a staff capability framework, a strategic workforce plan or a talent and succession planning 
program. Dissemination of the staff development plan may be centralised, with publication in 
policy and procedure manuals or electronically on the intranet/website, or the general 
document may be tailored for individual employees and placed on their staff files to be 
discussed during performance appraisal meetings, thus becoming active documents relevant to 
the staff but also fed back into the overall workforce plan. One respondent highlighted the 
interaction with staff through various communication processes: “through library wide email, 
staff bulletin, roadshows, information day”. This contrasted with some other contexts where 
there was apparently little engagement with the plan, with staff ‘disinterested’.  
 
One survey question which asked about the review or evaluation of the staff development plan 
resulted in a high null response rate (69%).  Those who did respond either reported that the plan 
was reviewed every six or 12 months, in conjunction with the review of achievement of key 
performance indicators and/or future budget needs, or alternatively, that there was in fact no 
real evaluation process. 
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In the context of financial planning, it was not unsurprising to find that the vast majority of 
libraries (83%) had a specific budget allocation for their staff development activities.  This was 
reflected in the response of 100% for NSLA, TAFE and school libraries and 90% of academic 
libraries.  The greatest degree of uncertainty was evident with special libraries: 19% were unsure 
about their situation.  The American Society of Training and Development (ASTD) has reported 
that, in the USA, the expenditure on training and development has remained stable in recent 
years at about 2.3% of total payroll, and those organizations rewarded for ‘best practice’ in staff 
development allocated over 3% of total payroll to training of staff.  In the Australian LIS sector it 
was found that there was a considerable range of responses across the spectrum of the 
quantum of the budget allocation, as a percentage of total payroll.  There was a null response 
rate of 25%; the actual responses ranged from 0.0%-0.4% through to 2.6%-3.0% of the payroll 
(Figure 50).  In 46% of the cases, the value of staff development expenditure was less than 1% of 
the total payroll, while in 8% of the cases, the value was over 2% of total payroll.   
 
 
 
 
Figure 50:  Budget allocation for staff development as quantum of total payroll, all respondents 
 
Taking the TAFE library sector as one specific example, where one might expect some degree of 
consistency, there was in fact a very even spread of responses across the different categories 
(Figure 51). 
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Figure 51: Budget allocation for staff development as quantum of total payroll, 
TAFE respondents 
 
 
In contrast, the NSLA members probably represented the ‘simplest model’, with the distribution 
of expenditure on staff training spread across the relatively narrow range of 1.1% to 2.5% 
(Figure 52).  Nevertheless, it can be argued that there is a considerable difference, when 
translated into the actual figures of the payroll for ‘large’ libraries with over 100 FTE, between 
1.1% and 2.5% of total payroll. 
 
 
 
 
 
Figure 52: Budget allocation for staff development as quantum of total payroll,  
NSLA respondents 
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There was considerable diversity in funding practice, with some respondents stating that the 
travel component, eg for international travel, was budgeted for separately, while others 
indicated that the staff development budget per se was only to cover external training needs, 
with the institution providing a wide range of internal training opportunities to the library staff 
at no cost.   
 
 
4.9.3   Employee involvement in staff development 
 
One issue of interest was the amount of time that the employees of different institutions spent 
in staff development activities each year.  Once again, there was evidence of a considerable 
range, with 4% of all respondents reporting that the time spent was less than 5 hours per 
annum, and 5% reporting that the figure was over 40 hours per annum (Figure 53).  It was noted 
that there was also a degree of uncertainty: 21% of all respondents, 28% of public library 
respondents and 25% of academic library respondents were unsure of the actual time spent. 
 
 
 
 
 
Figure 53: Average hours per annum that individual staff members spend in  
staff development activities, all respondents 
 
 
Almost 40% of the special library sector reported that staff spent over 30 hours per annum in 
staff training activities, which compared with 6% of public libraries, 14% of TAFE libraries and 
15% of academic libraries.  57% of TAFE library respondents and indicated that the figure per 
staff member was less than 15 hours, or 2 full working days, per year. One example of the 
difference in practice within a narrow context can be shown in the figures for the NSLA 
members: the respondents all fell into the categories 11-15 hours, 16-20 hours and 21-25 hours 
per year (Figure 54).   
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Figure 54: Average hours per annum that individual staff members spend in  
staff development activities, NSLA respondents 
 
 
A series of questions was posed to consider the distribution of staff development across the 
different cohorts of staff employed in the library and information service, for example 
professional staff, paraprofessional staff, new graduates, middle and senior management, as 
well as those employed in specific areas, such as public services, technical services or 
IT/systems.  Overall, 65% of respondents indicated that over 75% of the professional staff would 
undertake staff development activities each year (Figure 55).   
 
 
 
Figure 55:  Percentage of professional LIS staff who undertake staff development 
 activities each year, all respondents 
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The highest figure of 85% was recorded by special library respondents, thus ensuring most 
professional LIS staff in that LIS sector attended training, while only 40% of NLSA members 
stated that as many as three quarters of their professional staff would receive training each 
year.  A quarter of school library respondents reported that less than 25% of their professional 
LIS staff would actually attend staff development activities in a given year. 
 
The figures were similar for paraprofessional staff, although there was a 24% null response rate 
for the question. The data captured did reveal, however, that 20% of respondents reported that 
less than half of their paraprofessional staff would have the opportunity to attend training 
events each year (Figure 56). 
 
 
 
 
Figure 56:  Percentage of paraprofessional LIS staff who undertake staff development 
 activities each year, all respondents 
 
 
It was also noted that IT/systems staff were more likely, as a cohort, to receive staff 
development than public services or technical services staff.  Two thirds of respondents 
reported that over 75% of IT/systems staff attended training, which compared with half the 
respondents stating that this was the case of public services and technical services staff. 33% of 
academic library respondents indicated that less than half of their technical services staff had 
the opportunity for staff development each year.   
 
Most library institutions acknowledged that they had a routine method for determining staff 
training needs (68%), with the regular performance review process the most common avenue, 
frequently linked back to the institution’s own business planning cycles.  Some smaller libraries 
noted, however, that the majority of staff development funds were absorbed by the manager’s 
development program, due to the international nature of the events attended and/or the 
manager’s involvement in professional activities such as ALIA or ALLA. 
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A series of questions was posed to consider the relative need for ongoing training across the 
different groups of employees, in order to determine whether respondents felt they could 
prioritise the developmental needs.  Respondents were asked to indicate whether training was 
required ‘to a great extent’, ‘to some extent’, ‘to a minor extent’, or ‘not at all’, with the further 
option to remain ‘neutral’.  It was found that in most cases there was a strong recognition of the 
need for training amongst both professional staff and paraprofessional staff, although the voice 
for ‘to some extent’ was louder than the voice for ‘to a great extent’, with 40% believing 
ongoing development was an issue of real concern for the profession (Table 42).  
 
 
Table 42: The need for ongoing staff development, professional LIS staff  
and paraprofessional LIS staff, all respondents 
 
 Professional   
LIS staff 
Paraprofessional  
LIS staff 
Neutral 0% 3% 
Not at all 1% 1% 
To a minor extent 10% 5% 
To some extent 48% 50% 
To a great extent 40% 41% 
 
 
Respondents acknowledged that new graduates had a clear need for ongoing training, certainly 
in comparison with upper level professional staff (Table 2).  Nevertheless, 20% of respondents 
reported that less than half of the new graduates employed at their institution would actually 
attend training each year. 
 
Table 43: The need for ongoing staff development, new graduates and 
 upper level professional staff, all respondents 
 
 
New graduate   
staff 
Upper level 
professional staff 
Neutral 0% 4% 
Not at all 0% 0% 
To a minor extent 2% 4% 
To some extent 28% 42% 
To a great extent 70% 51% 
 
 
Discrepancies between the need for staff development and the reality of staff development 
were therefore apparent when responses were compared. 
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4.9.4 The focus of professional development 
 
At a high level, the survey sought to determine the extent to which the amount of staff 
development in the institution had changed over the past five years.  Over half the respondents 
reported that the need for staff development had increased (Figure 57). 
 
 
 
 
Figure 9: Extent to which the amount of staff development had changed  
over the past 5 years, all respondents 
 
 
This builds on Smith’s earlier findings in the 2001 and 2005 surveys that the need for CPD&WL 
activities was increasing (2006).  In the neXus2 study, both public and academic library 
respondents felt that the change was significant (around 60% increase), compared with 29% of 
TAFE library respondents.  It was noteworthy, however, that 43% of this TAFE cohort actually 
felt that the need for training had decreased over the given period, compared with only 4%-6% 
of academic, public and special library respondents.  There was an opportunity to provide 
narrative comments: a few views were expressed to indicate that budget restrictions had had a 
negative impact on the amount of staff training opportunities available, while other comments 
indicated that there was a challenge to have staff actually accept the opportunities made 
available to them.  There was clear recognition (61% of all respondents) that the increased use 
of information and communications technologies (ICT) in the LIS sector had had a major impact 
on the institution’s staff development program, with a stronger sensitivity to the changes 
amongst NSLA, public library, academic and TAFE libraries (70%-80%) than in special or school 
libraries (45%).  These figures were, however, lower than those reported earlier by Smith, who 
found 90% of his respondents reported that the increased use of information technology (IT) 
had resulted in a greater need to train the staff in the use of IT applications (2002). 
 
Respondents were asked about the focus of training and development events, offered either 
internally or externally, that featured in and were funded as part of the organisation’s staff 
development program, on the basis of ‘regularly’, ‘occasionally’ or ‘never’.  Smith had stressed 
the value of internal programs: “By involving staff members in a process of actively passing on 
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their skills to others the trainers themselves may gain a benefit – extending their own skills and 
ability through the process of training and developing others (2006, p.3f.).   It was noted, 
however, that there was a lack of granularity in the neXus2 data, specifically in the 
interpretation of the terms ‘occasionally’ and ‘regularly’; nevertheless an overall impression 
could be gained from the responses.  The responses could be compared to determine the extent 
to which there might be any similarities or differences across the different LIS sectors.   
 
The types of activities included: 
 
• Orientation/induction programs 
• Attendance at conferences 
• Attendance at pre- or post- conference workshops 
• External study courses (diploma, degree etc) 
• In-house short courses with internal trainers 
• In-house short courses with external trainers 
• External short courses 
• Seminars/workshops 
• In-service training programs 
• On-the-job training programs 
• Work shadowing programs 
• Internal mentoring programs 
• Informal work buddy schemes 
• External mentoring programs 
• Job exchanges within the organisation 
• Staff exchanges with other organisations 
• Attendance at continuing professional development events 
• Online continuing professional development programs 
• Visits to other library and information services 
• Time allowed for research work as part of duties 
• Reports of research work in progress and/or completed 
• Support for publication 
• Guest speakers 
• Sabbatical/research leave. 
 
Of the programs offered internally, orientation or induction programs were the most commonly 
attended (82% of all respondents).  School libraries were the least likely to offer induction 
programs, with 33% recording ‘regularly’ and 56% ‘occasionally’, which compared unfavourably 
with the figure of 95% ‘regularly’ for academic libraries.  14% of TAFE library and 6% of public 
library respondents indicated, however, that induction programs were ‘never’ offered.   
   
Across the board, the principal events that were ‘regularly’ funded included conferences (64%), 
in-house short courses with internal workshops (63%), seminars and/or workshops (60%) and 
on-the job-training programs (60%).  Attendance at conferences was strongly supported by NSLA 
respondents (100%) and academic library respondents (90%), while the figure was only 43% for 
TAFE library respondents and 50% for special library respondents.  Academic librarians were by  
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far the most likely to attend pre- or post-conference workshops (70%), compared with the 
overall figure of 37%. On-the-job training programs were favoured by academic libraries (85%) 
and public libraries (78%), but were scarce amongst school libraries (11%).  There were clear 
differences between academic libraries and TAFE libraries: while 95% universities would 
regularly support seminars and workshops, the figure for TAFE colleges was only 29%.   
 
While, informal work buddy schemes were more popular in public libraries (44%) than in special 
libraries (4%), the TAFE library sector supported internal mentoring programs (43%), which was 
double the level of interest in other LIS sectors.  NSLA members were the only cohort to 
‘regularly’ be involved in external mentoring programs (20%), with the remaining 80% 
‘occasionally’ being involved. 65% of academic libraries also participated in external mentoring 
programs ‘occasionally’.  Job exchanges within the organisation were reported as ‘occasional’ in 
academic libraries (65%), TAFE libraries (57%) and  NSLA (60%), with the remaining 20% of NSLA 
libraries engaging ‘regularly’ in internal job exchanges.  The NSLA members were also the most 
likely group to ‘occasionally’ offer job exchanges with other organisations (80%), compared with 
50% of academic libraries.  Only 6% of public libraries indicated, however, that there were 
‘regular’ external job exchanges.   Visits to other libraries were undertaken by all cohorts of 
respondents, although more often by the staff of NSLA and academic libraries. Guest speakers 
were more likely to feature in the larger libraries, such as NSLA (60%) and academic libraries 
(30%). 
 
The greatest level of support for research work, as part of staff duties, was evident in NSLA 
libraries (60% regularly, 40% occasionally); indeed even in academic libraries, the regular 
support for research work was noted by only 15% of respondents.  Reports on research work 
were least likely in public libraries, with only 6% stating ‘regularly’ and 67% ‘never’.  Sabbatical 
or research leave was also highly unlikely to be supported in public libraries (78% ‘never’), 
although the figure for academic libraries was very close at 75% ‘never’.  NSLA was the most 
supportive group for research leave (20% ‘regularly’ and 40% occasionally’). Overall, the least 
supported training activities were consequently found to be sabbatical or research leave (66% 
‘never’), staff exchanges with other organsiations (52% never) and external mentoring programs 
(49% ‘never’).  
 
The survey drilled further to identify the topics of training programs that were attended by staff, 
offered both internally and externally.  The high level topics included: 
 
• Job-oriented skills training (excluding technology) 
• Technology skills training  
• Customer-service related training 
• Management training 
• Leadership training 
• Other professional development (eg subject speciality, library issues) 
• Personal or career development. 
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The topics that were more likely to be offered as external programs were management and 
leadership training and the alternative professional development areas such as subject 
specialties or library issues.  Job-oriented skills, technology skills and customer-service related 
training were more commonly offered as internal programs.  There was nevertheless a degree of 
overlap, with some of the general external programs also offered on an internal basis and vice 
versa.   
 
60% of NSLA respondents indicated that staff were ‘regularly’ involved in job-oriented skills and 
technology skills training, compared with 22% of school library staff.  Only 15% of special library 
respondents reported ‘regularly’ attending technology skills events, although 69% indicated they 
may ‘occasionally’ attend.  Almost 40% of public libraries ‘regularly’ supported customer-service 
training events, which contrasted starkly with the special library figure of 8%.  While 33% school 
library respondents reported that they would ‘occasionally’ attend, none would ‘regularly’ 
receive customer-service training.  NSLA respondents were the most likely to support 
management training and leadership training, with both external and internal programs 
supported. Perhaps not surprisingly, special librarians recorded the highest figure for other 
professional development such as subject specialties, reflecting the actual focus of ‘special’ 
libraries, particularly when offered externally.   
 
There was greater support for personal or career development amongst respondents in the 
NSLA and academic library sectors, than amongst those in public or school libraries, with more 
than half of these cohorts indicating there would be no support for an internally offered course, 
and more than a quarter reporting no support for externally offered events.  Indeed, more than 
half of school librarians reported that there would also ‘never’ be support for management or 
leadership training.  The topic areas most commonly available to school librarians were 
internally offered job-oriented skills (56% ‘occasionally’ and 11% ‘regularly’) and technology 
skills (89% ‘occasionally’), along with external technology skills programs (67% ‘occasionally’ and 
22% ‘regularly’).  Overall, it was found that the NSLA and academic library sectors were the most 
supportive of staff development activities across the spread of topics. 
 
Respondents were invited to provide further details of topic areas not covered by the survey 
questions.  Internal issues such as occupational health and safety, institutional codes of conduct, 
legal compliance and cultural awareness were listed, as well as a few reports on wellness 
programs such as yoga, pilates, massage and sports activities. It was interesting to note that 
while ‘collections’ might be considered central to library activity, ‘people’ and ‘technology’ 
featured the most strongly in the responses to the current themes for training and the ones 
planned for the next two to three years: customer service, management and leadership 
development, change management, workforce and succession planning, emerging technologies 
and Web 2.0 were the recurrent ideas.   
 
 
4.9.5 Institutional support for staff development 
 
It was found that 99% of institutional respondents felt that their organisation encouraged and 
supported staff members’ development activities.  Most LIS sectors recorded a response rate of 
100% for the question, with only public libraries dipping, as 6% reported that their institution 
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was not supportive.  The employers’ perspective is perhaps more positive than the individual 
responses captured in the neXus1 study (Hallam, 2008), where there were a number of more 
cynical comments about the employers’ perspectives on training, highlighting that some 
respondents felt that their employers did actually not care about staff development. 
 
There was, however, a lack of uniformity in the extent to which the direct and indirect costs of 
external staff development activities were supported (Table 44 ).   
 
Table 44: Organisational support for direct and indirect costs of staff development, by sector 
 
Support provided  All 
resp. NSLA Public University TAFE Special School 
Payment of course fees/reg. costs 94% 100% 94% 100% 100% 92% 89% 
Paid time to attend SD programs 93% 100% 94% 100% 100% 88% 89% 
Travel costs 87% 100% 78% 100% 100% 96% 33% 
Accommodation costs 84% 100% 72% 100% 100% 92% 33% 
Daily sustenance allowance 60% 100% 33% 80% 57% 65% 22% 
Sabbatical/research/PD leave 20% 40% 11% 40% 0% 15% 22% 
Enhanced opportunity for 
promotion 19% 60% 22% 25% 43% 8% 0% 
 
 
The majority of respondents (93%) reported that PD was covered by paid staff time, although it 
was reported that some LIS staff were expected to attend training events in their own (non-
paid) time, ie special libraries (12%), school libraries (11%) and public libraries (6%). One 
respondent noted that most LIS staff at their institution would only get to go a product 
demonstration in paid staff time.   Similar figures were recorded in terms of the institution 
covering the cost of course fees or registration costs, while travel costs were more likely to be 
paid by academic, TAFE and NSLA libraries; almost a quarter of public library respondents 
indicated that travel costs were not paid by the institution.   
 
It was found that institutions were more likely to offer time off to staff who were enrolled in 
formal education programs (eg university or TAFE courses), although it was noted that students 
attending face-to-face classes were treated more generously than staff studying a distance 
education or online course.  71% of all respondents gave time off to attend class (Figure 58), 
compared with 58% allowing study time for distance or online learning (Figure 59).  Academic 
and NSLA libraries were the most supportive in both education contexts: for face-to-face 
courses, 100% of NSLA and 90% of academic libraries granted staff the time, compared with 80% 
of NSLA and 75% of academic libraries supporting study time for distance learning.  The least 
supportive cohorts were school libraries and TAFE libraries.   
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Figure 58:  Institution offers staff time off to attend classes, by sector 
 
 
 
 
 
Figure 59: Institution offers time off for staff enrolled in distance education 
 program/online course, by sector 
 
 
Only 44% of respondents reported that academic or TAFE course fees would be paid by the 
institution, with almost two thirds of public, NSLA and academic libraries offering funding, 
compared with less than one third of TAFE, special and school libraries (Figure 60). 
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Figure 60:  Institutions offering to fund study fees for university/TAFE course, by sector 
 
Recognition of participation in staff development was generally recorded on staff files, with 
some evidence of in-house certification of participation and some libraries offering formal 
accreditation of staff development.  A number of libraries encouraged internal dissemination 
about PD events that staff had attended:   
 
Staff also present a précis at quarterly session to their library colleague 
 
Recognition via staff newsletter. Fun awards – Chocky Awards  
 
An award for the best report of an SD activity is included as part of the staff recognition 
awards each year.   
   
 
Only 28% of LIS institutions (Figure 61) encouraged or recognised staff members’ participation in 
the ALIA Professional Development (PD) Scheme (ALIA, 2008). 
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Figure 61: Encouragement or support for ALIA Professional Development Scheme,  
all respondents 
 
 
While it is generally agreed that staff development is essential in the fast changing world of 
work in the 21
st
 century, with libraries investing considerable time and money into training and 
up-skilling their staff, one third of all respondents reported that they undertook no evaluation 
process to consider the actual outcomes or the effectiveness of the training activities.  The LIS 
sectors most likely to review and evaluate staff development were TAFE libraries (100%), 
academic and NSLA libraries (80%).  Less than a quarter of school libraries and only half of public 
and special libraries reported that they did evaluate PD.  Some of the narrative comments 
provided highlighted the awareness that there were shortcomings in the area and that the 
survey itself had drawn attention to the need to introduce evaluative processes in future. 
 
The most common review approach was the completion of evaluation forms at the conclusion of 
the training event (94%).  Only 30% requested completion of evaluation forms some time after 
the event in order to determine the enduring impact of the training.  It was found that these 
completed evaluation forms were scrutinised by the presenter of the development activity 
(59%) and by the staff member with primary responsibility for staff development (59%). In only 
13% of cases would the staff development committee review the evaluation forms.  It was not 
common, however, to review the whole or indeed parts of the staff development program per 
se, with only about one third of respondents agreeing that they did.  One comment was 
provided to report that there was a team-based approach to program evaluation, with reviews 
occurring as part of the in-house staff meetings. 
 
 
4.10 Succession planning 
 
The final part of the neXus2 survey examined the institutions’ policies and practices in the area 
of succession planning.   The first batch of questions considered the organisation’s readiness 
for introducing a new generation of leaders.  Respondents were asked about the organisation’s 
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current pool of staff, to determine whether they had the desired knowledge, skills and 
attributes to move into leadership roles (Figure 62).  
 
 
 
Figure 62: The organisation’s current pool of staff has the desirable knowledge,  
skills and attributes to move into leadership roles, all respondents 
 
 
37% of all respondents agreed that the individuals in the current pool of staff could move into 
leadership roles (Figure 63).   The highest level of agreement was found in the responses given 
by the academic (40%) and public library (37%) cohorts, while strong agreement was recorded 
by the special (12%) and school library (22%) respondents. 
 
 
 
Figure 63: Agreement that current pool of staff has the desirable  
knowledge, skills and attributes to move into leadership roles, by sector 
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A subsequent question asked about perceptions regarding the replacement of current senior 
staff.  The majority of respondents believed that it would be difficult to replace their leadership 
qualities (Figure 64). 
 
  
 
Figure 64: It will be very difficult to replace the leadership qualities 
 of our current senior staff when they leave the organisation, all respondents 
 
 
There were clear differences across the different sectors: 75% of TAFE and 79% of school 
library respondents reported that there would be difficulties, compared to only 20% of NSLA 
members (Table 45). 
 
Table 45: It will be very difficult to replace the leadership qualities 
 of our current senior staff when they leave the organisation, by sector 
 
  All resp. NSLA Public University TAFE Special School 
1 strongly disagree 2% 0% 0% 0% 0% 0% 11% 
2 disagree 18% 40% 11% 10% 13% 27% 11% 
3 neutral 21% 40% 21% 25% 13% 23% 0% 
4 agree 43% 20% 37% 55% 75% 31% 56% 
5 strongly agree 13% 0% 21% 10% 0% 15% 22% 
 
 
Over the period since 1 January 2007, compared with all respondents, it was noted that NSLA 
respondents were more likely to have experienced difficulties in replacing the overall 
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knowledge and skills of senior professional LIS staff (Table 46).  Half of the academic and TAFE 
libraries also reported that there had been problems. 
 
Table 46:  Since 1 January 2007, has your organisation experienced any difficulties  
replacing the knowledge and skills of senior professional LIS staff leaving the organisation?  
By sector 
 
 
 
 
 
 
 
 
However, it was interesting to note that there appeared to have been less of a problem 
replacing the actual leadership qualities of the senior professional LIS staff (as opposed to the 
overall knowledge and skills) (Table 47). 
 
Table 47: Since 1 January 2007, has your organisation experienced any difficulties replacing the 
leadership qualities of senior professional LIS staff leaving the organisation? By sector 
 
  All resp. NSLA Public University TAFE Special School 
No 63% 40% 68% 60% 38% 73% 56% 
Unsure 4% 20% 0% 5% 0% 0% 11% 
Yes 25% 40% 32% 35% 38% 12% 22% 
 
 
Respondents commented on their experience: 
 
Suitably qualified, experienced and dynamic, enthusiastic application not in evidence 
 
Yes - took time, repeated advertising; eventually succeeded but took longer and was 
harder than expected. However did have high expectations and didn't want to 
compromise on meeting needs. 
 
Have looked outside of formal LIS qualifications eg alternative qualifications and 
experience for some positions 
 
We are looking for skills that will take us forward into the future and it has been difficult 
to find these skills in the fields of candidates for the positions 
 
Although we have made appointments, the field/pool of suitable candidates has been 
surprisingly small 
 
  All resp. NSLA Public University TAFE Special School 
No 56% 20% 63% 45% 38% 65% 67% 
Unsure 2% 0% 0% 0% 0% 0% 11% 
Yes 35% 80% 37% 50% 50% 23% 11% 
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However, there was a substantial number of comments to indicate that the respondents had 
had no experience in this area at all; due to a very stable workforce, many institutions had not 
had the need to recruit – often for as long as five years. 
 
Respondents were then asked to consider the factors that they felt contributed to the 
challenges facing the institution in effectively replacing the knowledge, skills and leadership 
qualities of departing senior professional LIS staff: 
 
• Inadequate pool of qualified candidates 
• Inadequate pool of interested candidates 
• Inadequate recruitment strategies 
• Recruitment strategies that do not identify leadership potential 
• Applicants declining job offers 
• Budget restraints 
• Restricted recruitment policies (eg inability to recruit externally) 
• Inadequate leadership training offered by LIS education programs 
• Inadequate remuneration offered to LIS staff 
• Inadequate leadership/management training from career development 
perspective 
• Impact of flattening structure to reduce opportunity for middle management 
training ground as pathway to middle management 
• Inability to fast track strong candidates 
• Competition from other sectors for senior LIS staff 
• International competition for senior LIS staff 
• Lack of a succession planning strategy 
• Lack of a dedicated HR unit in the organisation 
• Geographical location 
• Small size of library/information service. 
 
The analysed data is presented in Table 48, with the aggregated responses that recorded the 
factors which had an impact ‘to some extent’ or ‘to a great extent’ 
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Table 48:  Issues preventing the replacement of the knowledge, skills and leadership qualities 
of departing senior professional LIS staff, by sector 
 
Issues All 
resp.  NSLA  Public  University  TAFE  Special School  
Inadequate pool of qualified 
candidates 60% 80% 64% 80% 76% 39% 22% 
Inadequate supply of 
interested candidates 48% 60% 47% 75% 63% 35% 22% 
Inadequate remuneration 
offered to senior LIS staff 40% 40% 79% 45% 13% 23% 11% 
Inadequate leadership/mgmt 
training as career development 40% 40% 79% 45% 13% 23% 11% 
Budget restraints 39% 40% 53% 50% 13% 27% 33% 
Competition from other sectors 
for senior LIS staff 36% 40% 48% 50% 25% 27% 11% 
Impact of flattening structure, 
reducing career pathways 33% 20% 48% 30% 51% 27% 11% 
Lack of succession planning 
strategy 33% 40% 37% 25% 38% 31% 33% 
Geographical location 33% 40% 47% 45% 50% 20% 0% 
Inability to fast track strong 
candidates 32% 20% 58% 35% 13% 23% 22% 
Small size of library/ 
information service 30% 0% 48% 15% 38% 35% 11% 
Inadequate leadership training 
provided by LIS programs 29% 0% 58% 45% 0% 20% 11% 
Inadequate recruitment 
strategies 29% 0% 37% 45% 25% 16% 33% 
Not identifying leadership 
potential when assessing 
candidates 
29% 20% 32% 50% 25% 19% 11% 
Restricted recruitment policies 19% 40% 21% 15% 13% 16% 22% 
Applicants declining job offers 11% 20% 16% 25% 13% 0% 0% 
Lack of a dedicated HR unit 10% 0% 32% 0% 0% 0% 22% 
International competition for 
senior LIS staff 6% 20% 5% 5% 0% 4% 0% 
 
 
The issues of greatest concern to NSLA members, as well as for academic and TAFE libraries, 
were the lack of both qualified and interested candidates (75%).  50% of academic libraries also 
felt that the recruitment strategies did not effectively identify leadership potential.  Both 
academic and public libraries were sensitive to competition from other sectors for senior staff. 
Public libraries also keenly felt the factors of inadequate remuneration, lack of leadership 
training as part of the career development process and the inability to fast track strong 
candidates.  The geographic location was felt to be a detrimental factor for institutions in 
regional areas.  Many of the other factors, such as budget, leadership development training 
and succession planning, captured a range of opinions, with a fairly equal spread of views 
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evident in the responses.  The least significant factors were the recruitment policies, applicants 
declining job offers, the lack of an HR unit and international competition. 
 
One quarter of all respondents reported that they had a succession plan in place for 
professional LIS staff, ranging from no school library respondents through to 40% of academic 
libraries (Figure 65). 
 
 
 
Figure 65: Organisations with succession plans in place, by sector 
 
These succession planning processes tended to be long-tem, ie at least five years.  The 
respondents were, however, ambivalent about the effectiveness of the strategy, with a balance 
of responses between ‘neutral’ and ‘to some extent’.  However, with almost 75% of all 
respondents not yet having a succession plan, there is the potential for more work to be done.   
 
The value of a succession plan is expressed succinctly by the South Australian Government 
(South Australia, 2008): 
 
• Enables you to manage risk by planning for the replacement of key employees 
• Identifies skill development needs 
• Ensures that staff talents and skills are recognised 
• Improves morale and commitment to the workplace 
• Determines which roles may be redundant in the future as the business changes 
• Provides opportunities for star performers that you want to retain 
• May identify the professional development needs of the business 
• May identify employees who are ready to move into a new role. 
 
The succession plan can effectively draw together the diverse elements that are critical to 
effective workforce planning in an organisation. 
Tips on 
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5.0 Conclusion 
 
This report has presented the workforce data that was collected through the neXus2 survey 
instruments.  The data has been reviewed from a number of perspectives, including the whole 
of sector angle, which allowed direct comparisons between the responses submitted by 
respondents from the spectrum of National, State and public libraries, academic libraries, TAFE 
institutions, school and special libraries.  The report has discussed the key findings relevant to 
the topics of the staffing structure of the library workforce, employment conditions, the aging of 
the workforce and retirement issues, recruitment and retention issues, staff development as 
well as promotion and advancement and succession planning.  Respondents’ views on the 
current supply and demand for library professionals and on LIS education were also explored. 
 
The information will hopefully enable a rich picture of the academic library workforce to be 
developed across the broad context of the Australian LIS sector.  One of the key characteristics 
of the library and information profession is its inherent diversity: the size of library institutions 
and the markets they serve have a significant impact on policy and practice in the areas of both 
employment and staff development.   It was noteworthy that there was considerable diversity in 
terms of employment practice, with a spread of responses across the different groupings of 
staff, whether permanent, part-time or temporary, casual and contract staff.   
 
While the LIS sector depends on the different areas of knowledge and skills of librarians, library 
technicians and other allied professionals, one significant issue that should not be ignored 
focuses on the lack of clarity between professional and paraprofessional appointments, with 
employers agreeing that they would appoint both paraprofessional candidates to professional 
positions, as well as professional candidates to paraprofessional positions.  This finding, where 
the distinction between higher education and vocational pathways is blurred, raises a number of 
serious issues associated with the concept of ‘professionalism’ in the library sector.   
 
As with the neXus1 data which has been subsequently applied in a number of industry studies, 
the neXus2 data is presented to the LIS profession to stimulate discussion and debate. It is 
acknowledged that often a detailed understanding of the immediate library environment is 
required to contextualize the data, which does go beyond the immediate scope of the project 
itself.  Individual employers therefore have the opportunity to interpret the information 
presented within their sector in order to consider the workforce issues that are immediately 
relevant to them. 
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